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ABSTRACT: Leadership Development In Oueensland 
Christian Brothers Schools 
This study was undertaken to address the issue of ensuring 
future quality leadership for Christian Brothers schools in 
Queensland. Three research questions were posed in order to 
focus the study. These questions were: 
1, What qualities are desirable in future leaders of Christian 
Brothers schools in Queensland? 
2, What framework is appropriate to promote the 
development of potential leaders in Queensland 
Christian Brothers schools? 
3, What outcomes create implications for the theory and 
practice of leadership development in Christian Brothers 
schools in Queensland? 
A two round modified Delphic probe was used with four groups 
of respondents from across Queensland. These were sampled 
from each of the following groups: (1) Clergy and Catholic 
education professionals. (2) Christian Brothers from the 
Province of St Francis Xavier which incorporates Queensland 
and the Northern Territory. (3) Teachers from each of the ten 
order owned or congregational colleges. (4) Parents from each 
of these ten schools. 
The qualities identified by the respondents were identified in 
the following order of priority: 
First: Personal faith 
Second: Personal qualities 
Third: Vision 
Fourth: Commitment to the Catholicity of the school 
Fifth: Administrative competence 
6 
Sixth: Commitment to the charism of Edmund Rice 
Seventh: Teaching competence. 
Based on this leadership profile and after reviewing the 
literature on leadership, a process or framework was devised 
to enable a ten year developmental programme to be devised. 
The first year, or the initial stage, of the model was then 
initiated. The key features of the process involved the conduct 
of leadership development programmes at the province and 
local level. These programmes were to be initiated at the 
province level following a S.T.R.A.T.E.G.I.C. P.L.A.N. for current 
and potential leaders as well as whole school communities. The 
stages of the S.T.R.A.T.E.G.I.C. P.L.A.N. were outlined as follows: 
S: Select all staff with a view to potential leadership. 
T: Target potential leaders. 
R: Renew their personal faith. 
A: Affirm their vision. 
T: Teach them the myths, the traditions, the stories. 
E Encourage their growth in skills development. 
O. Goal set to develop their personal pastoral plan. 
I: Individualise their learning. 
C Continually celebrate and challenge. 
P: Plan at province and local level. 
L: Local initiatives are most significant. 
A: Actively support evaluation and review of development. 
N: Negotiate the future with the stakeholders. 
7 
Subsequent to the conclusion of the initial stage, a case study 
was conducted with a range of the conference participants. 
Following conference evaluations and the case study, 
recommendations for improvement to the process were made. 
Consistent with the organic nature of the study, there were a 
number of changes proposed for the leadership development 
programme to be made more effective. These were 
incorporated in a revised framework. 
The study provided three principal conclusions for leadership 
development in Christian Brothers schools. Those conclusions 
were: 
(i) Leadership development is interactive. This implies 
that all of the stakeholders need to be involved in 
leadership development. 
(ii) The qualities sought in leaders of Catholic schools are 
such as to enable the development of competencies 
to lead. 
(iii) Consistent with the development of the servant 
model of leadership, there are a number of 
identifiable factors which are necessary to ensure 
that quality leadership of effective schools in the 
Christian Brothers tradition can be maintained. 
A series of practical recommendations for implementation at 
the province and individual school community levels concludes 
the study. 
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CHAPTER ONE: SETTING THE SCENE. 
1,1; Introduction and Background. 
"V/e live in the age of the anti-leader, and our vast 
educational structure devotes very little care to nurturing 
leaders or to understanding followership We live at a 
time when holders of power are suspect and actions that 
stem from authority are questioned. Legitimised power has 
become an ethical imperative." 
So Greenleaf noted (1977:5). 
Despite Greenleaf's concern, leaders in Catholic schools are 
expected to be leaders with a vision (McCorley 1987:56). The 
ideal Catholic school leader is a person who acts in accordance 
with a vision based on specific beliefs, values, meanings, needs, 
perceptions and understandings both about people and the 
educational task being undertaken in the Catholic school 
context. 
It is expected of the Catholic school leader to have a clear, 
informed vision of what the school is capable of becoming; that 
vision is focussed on students and their needs, which provides 
the leader with a reason to pursue a course of action to attain 
those idealistic pursuits. Derived from the teachings of the 
church this union is clearly exemplified in official documents 
which establish very high ideals for Catholic schools and for 
those charged with the responsibilities of leadership. The 
Sacred Congregation for Catholic education (1977:14), decreed: 
"it is precisely in the gospel of Christ, taking root in the 
minds and lives of the faithful, that the Catholic school finds 
its definition as it comes to terms with the cultural 
conditions of our times." 
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Successful leaders act out of deep convictions. Those 
convictions arise from each person's own experiences of life, 
and from personal experiences which have given meaning to 
that life. Whatever the source, those experiences enable the 
leader to develop a personal value system, based on core 
meanings which remain the criteria for measuring other values, 
and to be comprehensible. Those core meanings and values 
are the foundation of the school leader's vision of what the 
school should be capable of becoming 
McCorley (1988:6) clarified that philosophic approach: 
"Through articulating and communicating the vision, the 
leader invites the people of the school community - the 
administrative team , the teaching and support staff, the 
students, the parents, clergy and the wider community - to 
identify the basic meanings and significance of what they 
do as a school community. Ideally, this unites the whole 
school behind their common articulation of the vision and 
purposes of their school." 
Catholic schools are a part of the Australian Education System. 
However, any discussion related to the development of their 
leadership must take into consideration the concept of 
leadership both within the educational setting and in the 
church in its religious obligations. 
The second Vatican Council (1962 to 1965) strongly supported 
the concept of the coUegial model of leadership. After Vatican 
II, the Sacred Congregation for Catholic Education (1977:54) 
addressed the question of school organisation and outlined the 
principles on which schools are to be operated. 
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"In consequence of the principles of participation and co-
responsibility, the various groupings which constitute the 
educational community, are, according to their several 
competencies, to be associated in decision-making 
concerning the Catholic school, and in the application of the 
decisions once taken." 
The leader's vision will need to reflect those principles of 
"participation and co-responsibility" in the decision making 
processes of the school (Sacred Congregation for Catholic 
Education, 1977:37). 
The question of the development of future suitable leaders for 
a particular group of Australian Catholic schools is the c o r e 
theme of this thesis. To gather the data ten schools under the 
auspices of the Congregation of Christian Brothers in 
Queensland were selected. 
1.2: Need for the Study. 
Because of the changing nature of the world around us, social 
mores are being questioned. The validity of continuance of a 
catholic system of education, and the quest for formulae to 
provide the clientele with adequate preparation to meet life's 
demands have all contributed to the urgency to complete this 
study. 
Recent studies such as Flynn (1985), and McCorley (1987) 
have highlighted the speed of change of leadership structures 
within the Catholic school sector. This issue emerged as a key 
issue from the 1988 National Catholic Education Commission 
Conference which was entitled "Celebration and Challenge: 
Catholic Education beyond 1988". (N.C.E.C. 1988). Dwyer 
(1986:69) had hypothesised similarly "... The task of the 
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p r i n c i p a l - a s - p r o f e s s i o n a l - l e a d e r is a daun t ing yet 
indispensable one for the development of an effective Catholic 
school." 
The general problem central to this study is the need to 
develop leaders in schools. Analysis of the concept of 
leadership is the focus of Chapter Three. Leadership is: 
"An ability to draw others beyond the point where they at 
present find themselves to a stage of greater realisation of 
their common aspiration" (Arbuckle, 1987:10). 
To provide a specific focus, the identification of processes by 
which desired leadership qualities could be developed in 
Queensland Christian Brothers schools became the specific aim. 
Queensland Christian Brothers Schools schools are an identified 
subset of the Queensland Catholic education sector which 
currently provides schooling for 87,706 students or 17.06% of 
those pupils in registered schools which cater for Grades One to 
Twelve. Representatives of the Christian Brothers Order are 
present as principals or as members of staff in twenty-five 
schools in the State. Ten of the schools are owned and 
operated by the Congregation of Christian Brothers and are 
directly responsible to the Provincial Council as the Trustees of 
the Corporation of the Christian Brothers (Queensland). In 
1989. those ten schools had an enrolment of 6,240 students 
and employed a teaching staff of 373 teachers. (1989 
Province Report: 2). 
The schools, being part of the Catholic education system in 
Queensland, have participated in earlier research styled 
PROJECT CATHOLIC SCHOOL 1978. That study, from which 
came a "Blueprint for the Administration of Catholic Schools in 
Queensland", made seventy-seven recommendations within the 
outcomes of the statement A PROFILE OF THE CATHOLIC 
1 7 
SCHOOL OF THE FUTURE. (Queensland Catholic Education 
Commission, 1978:3): 
"The Catholic school of the future has a unique contribution 
to make within the Australian system of education. It will 
be essentially a community of faith based on belief in God 
and a Christian way of life. The Christian spirit and values 
will take precedence over all other values and will 
permeate all areas of learning and school life, determining 
the whole atmosphere of the school. 
In the Catholic school of the future, the religious 
atmosphere will depend on the presence of committed 
Christian staff and on the faith and values of parents and 
students. This faith community will strengthen and express 
itself in worship and prayer. It will give witness to Christ 
by its bonds of concern and its service to those in need. It 
will work in various ways to make the student aware of the 
total human family of mankind and to affirm its unity 
seriously. 
The Catholic school of the future will also help students to 
grow as unique individuals with unique capabilities to 
achieve the natural virtues and to grow towards self 
discipline. It will foster genuine human relationships 
among staff, students and others associated with the school. 
It will encourage cooperation rather than competition and 
a controlled freedom that allows students to develop a 
sense of social responsibility as well as their personal 
identities. 
The Catholic school of the future will cultivate the 
intellectual values and promote in its students integrity, 
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respect for truth, openness to reality and other scholarly 
virtues. It will aim to give its students a mastery of the 
basic subjects and skills while guiding individuals towards 
their own levels of achievement. 
In the Catholic school of the future the decisive role of the 
parents in education and the desirability of a high 
correlation between home and school values will be 
recognised. Hence there will be education programmes 
designed to aid the family, as well as appropriate 
involvement of parents in the policy and management of 
the school. 
The Catholic school of the future will continually reevaluate 
its structures and processes, and its relationship with 
parents, the community and Catholic education at large, so 
that there is a consonance between the Christian values it 
espouses and its actual practice." 
Of the recommendations of this landmark 1978 research, four 
are germane to this study. They are as follows: 
" that system authorities will: 
15.1.1 ensure that local authorities appoint staff dedicated 
to the philosophical objectives and specific intellectual goals 
of the school; 
15.1.2 recognise the need for pre-service and inservice 
courses that develop staff awareness of the philosophical 
and intellectual goals of the schools; 
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15.1.3 develop staffing policies which offer opportunities 
for transfer while recognising the advantages of a stable 
staff and permitting religious orders some flexibility in the 
placement of the members; 
15.2 support school leaders in their monitoring role within 
schools through consultancy services and inservice 
opportunities." 
(Queensland Catholic Education Commission, 1978:10) 
In the decade since PROJECT CATHOLIC SCHOOL was completed, 
it has become evident that the complexity of Catholic schools 
has increased. Christian Brothers schools, as a subset of these, 
are similarly affected. There are three well researched and 
fairly overlapping factors which give dimension to the task of 
the school leader in this situation, They are: 
1. The expectations on their Schools by the wider Catholic 
community are more complex than previously 
(Flynn, 1975, 1985; Conway, 1971, 1978; Foster, 1981; 
Chapman, 1985; NCEC, 1984,1988; Harper 1980; 
Leavey, 1984; McCorley, 1987; Slattery, 1988.) 
2. The composition of school staffing, particularly the 
numerical balance of teachers who belong to religious 
orders and other professional teachers has dramatically 
al tered. 
(Dwyer, 1986; Flynn, 1985; Leavey, 1984.) 
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3. The changing demands on schools by the Australian 
community at large particularly at the national political 
level. 
(EDUCATION 2000, 1986. IN THE NATIONAL INTEREST 
1987. STRENGTHENING AUSTRALIAN SCHOOLS 1988. 
QUALITY OF EDUCATION REVIEW COMMITTEE, 1985.) 
LEADERSHIP IN CHRISTIAN BROTHERS SCHOOLS IN 
QUEENSLAND. 
Against this background, leadership in Christian Brothers 
schools has come under increasing review. Studies carried out 
have focussed upon the problems confronting the future of 
religious orders in Australia. The particular keypoint of this 
thesis centres upon those schools under the auspices of the 
Congregation of Christian Brothers in Queensland. From the 
recent literature, two key factors emerge as the identifiably 
significant ones.These are: 
1. The nature of ministry in religious life and particularly in a 
congregation which has historically been a teaching 
congregation. (Congregation of the Christian Brothers; 
Constitutions, 1985:11). 
2. The decline in the number of Christian Brothers who are 
teaching in schools which have significantly increased their 
number of staff to cope with increased enrolments and the 
greater diversification of courses offered. (St. Francis 
Xavier Province Report, 1989:10). 
21 
While these two issues are analysed in Chapter Two of this 
study, they are noted here to give specific focus to the research 
question. 
1.3: STATEMENT OF THE PROBLEM. 
The research problem identified for this project is based on the 
general problem of quality leadership in school systems. The 
specific research questions posed for this study are: 
1. What qualities are desirable in future leaders of 
Queensland Christian Brothers schools? 
2. What framework is appropriate to promote the 
development of potential leaders for Queensland Christian 
Brothers schools? 
3. What outcomes create implications for the theory and 
practice of leadership development for Christian Brothers 
schools in Queensland? 
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1.4 THE STRUCTURE OF THE STUDY 
The study began with a two round modified Delphic probe 
which aimed at identifying the qualities of future leaders in 
Christian Brothers schools in Queensland. As outlined in 
Chapter Four, the Delphic probe as used sought responses from 
over one hundred members of the ten school communities 
including parents, teachers and Christian Brothers. As well a 
group of Catholic Education personnel from diocesan authorities 
and clergy was sampled in both rounds. 
The second stage of the study was built on the contextual data 
and the theory and research of leadership outlined in Chapter 
Three. Using the research methodology outlined in Chapter 
Four, the qualities of future leaders were identified and as a 
result a sequential developmental model over a ten year period 
was formulated. The initial stage of the programme consisted 
of a number of initiatives which are outlined in Chapter Five. 
As part of the research process, principals of the Catholic 
secondary schools across Queensland were asked to identify 
suitable modules and strategies for the developmental model. 
With such sets of information in place, the developmental 
model was trialled in the phase described as the initial stage. 
The analysis of the initial stage and the recommendations for 
incorporation in the improved model were drawn from the 
literature and the findings of the initial stage including those 
derived from a case study of participants. The application of 
these recommendations is central to Chapter Six of this study. 
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In the final chapter, the conclusionary recommendations from 
the study are outlined. These are divided into three sections. 
The first group of recommendations are at the statewide or 
province level. The second set outline recommendations at the 
local school community level. The final set of recommendations 
deals with future studies in the area of leadership development 
in schools in general and specifically for leadership 
development in Christian Brothers schools in Queensland. 
24 
CHAPTER TWO: THE CONTEXT OF THE STUDY. 
Introduction: 
In establishing the context of this study which focusses on 
future leadership development in Christian Brothers schools, it 
is critical to consider a range of background factors. In this 
chapter is outlined how the aims of Australian Catholic 
education from the historical and societal perspective are 
significant as a basis for the consideration of Christian Brothers 
education and its particular ethos. 
2.1 The Aims of Catholic education. 
The historical perspective. 
The history of the Catholic Church in Australia began with 
1,000 persons who arrived in the European first fleet on the 
26th January, 1788. Of the 750 convicts on board many were 
of the Catholic faith. In fact the first accurate census of the 
colony in 1828 indicated that Catholics made up one quarter of 
the population. (Campion, 1982:9). 
Catholics were predominantly Irish and were rather loyal to 
the faith of their forefathers, dating back to the time of St. 
Patrick. Their heritage encompassed an anti-English sentiment 
from the defeats of the Battle of the Boyne and later uprisings. 
Catholic public worship in the colony was outlawed to the 
extent that the first mass was not celebrated until 1803. This 
privilege was quickly withdrawn. Colonial government 
intervention was persistent and restrictive. According to 
Campion (1982:45): 
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"...The Catholic Church in Australia was identified right from 
the beginning with the outcasts of society, the convicts and the 
colonial proletariate." 
Despite this. Catholic schools were founded in various parts of 
the colony. In Richmond (Tasmania) a school began in 1834 
and others were begun in various parts of New South Wales 
which included Brisbane until the establishment of Queensland 
as a separate colony in 1859. In Sydney itself, three Irish 
Christian Brothers came in 1834 for four years where they 
conducted three separate small schools until they returned to 
Dublin in 1847 after a disagreement with diocesan authorities 
as to the nature of their remaining under the responsibility of 
their Superior General in Dublin and not under the control of 
the local Bishop. (Christian Brothers Provincialate Records, 
Sydney,1987). 
However, into the second half of the nineteenth century the 
hopes of the future church were seen by the Irish Bishops as 
being based in the idea of a separate education system. They 
argued in their joint pastoral letter of 1878, that the state 
schools contravened the first principles of the Christian religion 
and were: 
" seedpods of future immorality, infidelity and 
lawlessness being calculated to debase the standard of 
human excellence, and to corrupt the political, social and 
individual life of future citizens." (Campion, 1982:67). 
Indeed, the 1885 Plenary Council ruled that Catholic parents 
who without just cause, sent their children to a public school 
were to be denied "Absolution in the Sacrament of Penance". 
Accordingly under the strength of the bishop's leadership, the 
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Catholic community determined to build its own educational 
system. 
The aims of the early Catholic schools were twofold: the 
preservation and development of the faith, and the provision of 
the opportunity for upward social and financial mobility 
through learning. (O'Farrell,1977:102). Each of those aspects 
requires further explanation. 
The preservation of the "true faith" was achieved by early 
Australian Catholicism becoming a religion of obedience. The 
late nineteenth century was a period of enclavism and isolation 
in Australia which lasted through to the post Second World 
War era. It was a period of religious division in which Catholic 
schools emerged as bastions of a conservative religion which 
was more antiprotestant than pro-Christian. The schools were 
to be the training ground for those who sought "salvation". The 
sacrifices made by families, teachers and students were heroic. 
The struggle was not just financial. It was at the philosophical 
level of freedom of choice in education that the Catholic 
community rallied behind their bishops. 
The 1872 State election in Victoria illustrates the foregoing. 
The question of secular education was central to the campaign. 
Bishop Goold denounced moves towards "Godless compulsory 
education" as "hateful oppression and tyranny" and called on 
Catholics to refuse their votes to all those in favour of secular 
education. (O'Farrell, 1977:168). 
"Thus the Victorian election of 1872 became quite openly 
malicious political battle between Catholics and Non 
Catholics. Premier Duffy's ministry fell with the issues of 
religion, Irishness and education being major factors in its 
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destruction. The Catholics were vanquished as having tried 
to subject the state to the dictation of their Church; and 
the penalty imposed by the Education Act of 1872, which 
abolished state aid to Victorian denominational schools." 
It was from this low point that the Catholic school system grew. 
Fortunately there were two outstanding pioneers in Father 
Tenison Woods and Mother Mary McKillop, both of whom 
managed to establish religious congregations to staff their 
schools. It was the vision derived from those two pioneers to 
establish a system of schools across Australia which would be 
"superior in quality" to the Government schools and ones in 
which Catholics could take great pride. The obstacle was 
always a shortage of resources, both financial and personnel. 
In analysing that period, O'Farrell (1977:172) noted : 
"Father Woods financed the enterprise in a way which was 
to become characteristic, until recently, of Australian 
Catholic education, by holding concerts, socials and 
entertainments of various kinds which not only raised 
money, but brought Catholics together socially in the 
interest of a common cause." 
So the Catholic schools system had its beginning and continued 
unsupported by "State Aid" for nearly a century until 1969 
when Federal library grants were made to non-government 
schools. 
The second major objective of Catholic schooling came from the 
societal perspective which was the aim of providing upward 
mobility for Catholics through learning. 
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The vast majority of Catholics in early Australia were poor and 
escaping from a desperate economic situation in Ireland. 
Campion (1982:45) recorded a sad notation: 
"As late as 1856, a survey showed that fewer than half the 
Catholics could read or write. The Church was indeed a 
church of the poor." 
The hierarchy, spearheaded by Cardinal Moran, set out to 
achieve the integration of Catholics into the wider community. 
The ghetto mentality had become a stumbling block and the 
early decision of Moran's predecessors concerning a separate 
school system was much criticised. The difficulty according to 
O'Farrell was a foundational problem from the time of Polding 
when separation rather than integration had been the 
approach. O'Farrell (1977:235) states: 
"Furthermore the fact was that on the fundamental matter 
of education, of cultural formation, the church had 
determined that Catholics should not become integrated 
into the majority of the community." 
However, the period of Cardinal Moran's leadership, from 
September 1884, was one of active encouragement of Catholics 
into the wider community, especially through active support of 
the political system, notably the Australian Labor Party. 
The Jesuit Priests and the Marist Brothers and Christian 
Brothers were in the forefront of secondary education for boys. 
The Brothers education according to O'Farrell (1977:240) was: 
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"...oriented towards cramming and less tangible educational 
and cultural gains". 
Indeed large classes of up to two hundred in one room, long 
hours, rote learning, strong discipline and a fair sprinkling of 
fear were the norm in the early Brothers schools. However, the 
Catholic schooling system continued to grow rapidly and Table 
One gives some indication of the growth of the system during 
the time of Cardinal Moran while he lead the Catholic Church in 
New South Wales. 
TABLE ONE: 
A comparison of some statistics on catholic education in New 
South Wales: (O'Farrell, 1977:241) 
YEARS 1884 1911 
NO. OF SCHOOLS 
NO. OF MALE RELIGIOUS 
NO. OF RELIGIOUS SISTERS 
NO. OF PUPILS 
Catholic schools in New South Wales and in the other States 
were oversubscribed with pupils, but certainly not with 
resources. However, their success was clearly reflected in the 
social and financial mobility achieved by past pupils. 
The development of the Catholic school system in New South 
Wales was replicated in other parts of Australia. In Queensland, 
the early years are summarised by the official historian of 
Catholic Education in that State who wrote: 
102 
78 
252 
1 100 
306 
220 
1374 
22477 
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"Catholic education expanded to most cities and many 
townships throughout the State. Its expansion was due 
largely to the efforts of religious congregations, whose 
members, at the direction of their superiors, taught for 
many years in parish churches that also sufficed as the 
school, in corrugated iron or rough sheds, in rooms in the 
convent, but least often in buildings that were erected for 
the sole purpose of being a school. Cynics might say these 
religious sisters and brothers were cheap labour, used by 
bishops for their own ends. At times, that observation 
might have been correct, but it was not universal. Without 
those same religious, who could not have been anything 
less than completely dedicated to their work, considering 
the conditions under which they toiled. Catholic education 
would never have survived long after the passing of the 
Education Act in 1875. Church authorities in particular and 
the Catholic People in general could not have afforded lay 
teachers' wages. Though less numerous than the religious, 
many lay teachers, trained as pupil teachers in Catholic 
schools, remained in them once they had gained their 
certificates. 
That Catholic education expanded in Queensland was due 
also to the foresight of the bishops. These men established 
professional relationships with state education authorities 
that had beneficial effects for Catholic schools; they were 
respected by leaders in the Department of Public 
Instruction (later the Department of Education); they 
requested and were granted inspection by state school 
inspectors, and through reports written after schools were 
visited, comparability between Catholic and state schools 
could be assessed." Tobin (1987:xi) 
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However as this study is grounded in one particular strand of 
Catholic education,Christian Brothers schools in Queensland , I 
believe it is important to focus now specifically on the relevant 
aspects of that tradition. 
2.2. Christian Brothers Education. 
The education of boys in Queensland Catholic Schools developed 
primarily as the responsibility of the Congregation of Christian 
Brothers after their arrival in Queensland in 1875. The 
development of Christian Brothers education had derived from 
the foundation of the congregation in Ireland in the early part 
of the nineteenth century. 
In order to focus this study further, it is important that an 
outline account of the early history of the congregation be 
presented, such that the task confronting the leadership of the 
congregation at that time can be better understood. 
2.2 A brief history of Christian Brothers Education. 
In 1802, Edmund Rice, a wealthy widower and businessman, 
who had a handicapped daughter, decided at the age of forty to 
try to do something for the education of the poor boys in 
Waterford, Ireland. The task was outrageous in terms of the 
English penal laws, but very slowly the authorities overlooked 
the illegal activity. Edmund was joined by others who wished 
to work for the poor. By 1804, the Congregation of Christian 
Brothers had been formed with the specific aim of educating 
the poor. Other welfare services, such as the provision of food 
and clothing, were provided by employing cooks and tailors to 
attend to those needs. Rushe (1981:44) recorded the pathos 
and the effort necessary to cope with the task. 
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"The items necessary to the boys' education - writing 
requisites, books and the like - were supplied free of 
charge, but things went much further. A bake-house was 
erected at Mount Sion so that the hungry would have 
bread, and over it a tailoring workshop was set up. To it 
were brought large quantities of clothing materials to be 
made into suits, coats and trousers for the needy." 
The 1829 Catholic Emancipation Act gave impetus to the 
Brothers to open more schools in Ireland and later in England. 
The first Brothers came to Australia in 1842 though they were 
committed to return to Ireland after three years as they had a 
series of disagreements with the Archbishop of Sydney at that 
time, Polding, who wanted the Brothers to follow the 
Benedictine rule which would have required them to be 
completely subjected to him as the bishop of the diocese. It 
was not until 1868 that the Brothers returned to Australia, this 
time to Melbourne and later in 1875 they opened their first 
school in Queensland v/hich was, and remains, St. Joseph's 
College at Gregory Terrace in Brisbane. From there the network 
of Christian Brothers schools was built throughout the State. In 
association with Catholic diocesan authorities, the Brothers 
concentrated their efforts in the upper primary and then also 
the secondary schools. 
By 1968, there were 26 schools established and controlled by 
the Brothers in Queensland and a total in excess of 140 
foundations throughout Australia and New Zealand. From these 
halcyon figures at the end of the first century of the Brothers 
in Australia, there has been, as referred to in Chapter One, a 
significant decline in the number of Christian Brothers 
available for the schools' apostolate. There are two reasons 
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evident for this: first, there has been a decline in the number 
of sustained vocations to and within the Congregation; and 
second, there has been a diversification of the Brothers beyond 
their more traditional apostolate of the schools to other areas of 
need such as education centres for truant youth and prisons' 
education. (Provincial Chapter Report, 1983:3). 
As outlined in Chapter One the availability of personnel was 
critical to this study. A further focus is the particular charism 
or ethos of the Christian Brothers congregation in the period of 
nearly two hundred years of its existence since its foundation 
by Edmund Rice in 1802. The next section of the study 
addresses this issue of the ethos or peculiar set of values 
which characterise Christian Brothers schools. 
2.3 The Ethos of the Christian Brothers school. 
The special nature, or ethos, of the Christian Brothers has 
evolved over the years since 1804 and is still evident in the 
schools. This identifying nature or peculiarly identifiable 
characteristic referred to in this study as charism has come 
directly from the Constitutions or Mandate of the Congregation 
approved first by Pope Pius VII in 1832. In its most recent 
(1985) form , the spirit of the Congregation in the 
contemporary setting is reflected in four extracts from the 
current Constitutions. These are: 
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1985 - #1: 
"We Christian Brothers are men called by God to live as 
religious in consecrated brotherhood for the evangelisation 
of youth within the mission of the Church." 
1985 - #25: 
"...We are missioned for the evangelisation of youth and 
especially for the education and care of the materially 
poor." 
1985 - #28: 
"We are constantly challenged in our educational apostolate 
to develop curricula which promote the harmonious growth 
of the whole person - a synthesis of faith, life and culture. 
Our Catholic colleges, schools and other centres offer us 
privileged opportunities for the evangelisation and care of 
youth. In the tradition of our founder we are pastorally 
concerned for all our students but especially those who are 
most deprived." 
1985 - #29: 
"We encourage the laity in the church especially parents 
and lay teachers to assume an increasing responsibility for 
the heritage of Catholic education. Since parents have the 
prime responsibility for the education of their children, we 
endeavour to coordinate our efforts in the apostolate with 
theirs. We do this in collaboration with lay teachers and 
others involved in the ministry of particular schools and 
centres." 
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The question arises: " What characterises Christian Brothers 
schools as a sub-set of Catholic schools ?" 
There are some outstanding characteris t ics such as 
commitment to those who are disadvantaged, with the 
residential schools providing a special outreach for those who 
are poor in the nonmaterial sense. The number of these 
"casualties of change", the children of single parents, the 
homeless and at times the abused, are increasingly in evidence 
in Christian Brothers schools. As well, there is the very strong 
tradition of academic excellence, "manly competition" in sport 
and commitment to the total development of the student. 
While none of these factors is exclusive to the Brothers schools, 
it is the way they are fostered and the varying emphasis they 
receive which makes up the special ethos of the Christian 
Brothers schools. 
Finally, the characteristics of Christian Brothers Schools have 
recently been summarized by Brother Raphael Bellows, 
assistant to the Superior General of the Congregation. Brother 
Bellows drew on his experience in many countries to describe 
what he saw in Christian Brothers education across the 350 
institutions worldwide. He claimed (Educational Record 
1988:184), the following as "...common characteristics of 
Christian Brothers schools: the inspiration, values, attitude and 
style which have traditionally characterized our approach to 
education. 
1. The encouragement given to pupils in our schools to 
strive for scholastic excellence in a disciplined 
a tmosphere . 
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2. The offering of a religious dimension which permeates 
the entire education available to the pupils. 
3. The cultivation of a strong devotion to Mary the mother 
of God 
4. The emphasis given to the care and concern for each 
individual in the school community. 
5. Christian Brothers schools demonstrate a particular 
concern for the poor." 
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2.4 The Staffing of Christian Brothers Schools. 
From the time of their establishment in Queensland in 1875, 
Christian Brothers schools have been staffed by a combination 
of religious Brothers and employed teachers who have worked 
alongside of them. Prior to the arrival of the Brothers, the first 
Catholic schools had been established by lay people: one was 
established in Brisbane in 1869, and one in Rockhampton in 
1893. (Tobin,1987). The Christian Brothers were given 
responsibi l i ty for continuing the operation of these 
establishments once they had established themselves in 
Queensland. In other centres across the State, teachers were 
employed as schools expanded and funds became available. 
Three aspects of the staffing profile of the congregational 
schools are significant for this research. 
First, teachers were trained predominantly in pre-service 
institutions which made no attempt to prepare teachers for 
service in Catholic schools as this was beyond their charter as 
government institutions. Only in recent years have there been 
specific Catholic teacher preparation colleges available for 
trainee teachers who are not members of religious 
congregations. Various congregations including the Sisters of 
Mercy, the Good Samaritan Sisters, the Marist Brothers as well 
as the Christian Brothers maintained teacher training colleges. 
Those colleges were registered by State education authorities. 
It was not until 1972 that non-congregation members were 
trained specifically for primary teaching, and not until 1984 
that a similar provision was made for secondary teacher 
training at McAuley College in Brisbane. This is the only 
tertiary institution in Queensland where teachers are prepared 
specifically for service in Catholic schools, although personnel 
are drawn from other teacher training institutions. 
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Consequently, the specifics of religious education were 
undertaken largely by the religious, or those who had been 
religious, on staff. The lay teachers, as they were erroneously 
distinguished, were seen in a support role to the Brothers, 
whose school it was seen to be. 
A second factor of consequence in the staffing profile, is that 
while various Brothers, including principals, were transferred 
into and out of the individual schools by their provincial 
superior, the other teachers were locally employed by the 
individual school at the discretion of the principal of the time. 
As a result, schools developed a great loyalty among their 
teachers who, unlike their colleagues in government schools, 
were not subject to transfer. As a result, a significant number 
of staff in congregational schools have been in the one school 
for many years. (Provincialate of St. Francis Xavier, Province 
Records, 1988). The advantages and potential ill effects of this 
are possibly of significant concern for the leadership of the 
school. 
The third aspect of the school staffing profile central to this 
study is the most significant one for the future. It is the 
change in the proportion of the total staff between 
congregational members and other teachers. This trend is of 
particular note over the past ten years and can be summarised 
with the aid of the following statistics from St. Francis Xavier 
Province records, 1989. 
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TABLE 2: Teaching personnel in ten Queensland Christian Brothers 
Schools. 1979 TO 1988. 
Year 
1979 
1980 
1981 
1982 
1983 
1984 
1985 
1986 
1987 
1988 
Brothers 
89 
81 
7 4 
61 
57 
56 
4 6 
5 4 
4 9 
56 
Other 
Teachers 
179 
204 
218 
230 
257 
281 
296 
317 
335 
363 
Ratio 
Brothers to 
Other Teachers 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
2.01 
2.5 
2.9 
3.7 
4.5 
5.0 
6.4 
5.8 
6.8 
6.4 
There are a number of aspects in this issue which assist in 
understanding its importance to this study. One is, that while 
total student enrolments over the ten schools have increased, 
7.79%, from 5,709 students in 1979 to 6,154 in 1988, the total 
teaching staff has increased by 56.3% from 268 teachers in 
1979 to 419 teachers in 1988. Significant among the causes of 
this growth have been the reduction in overall class sizes and 
the increase in general school staffing since the introduction of 
government per capita funding in 1974. Over the ten year 
period under discussion, the teacher student ratio in the 
Congregational schools decreased from 1:21.3 to 1:14.6. 
(Province Records, 1989.) 
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A second significant factor has been the growth in the 
complexity of school organisation. This has led to a much 
greater demand for support and administrative staff whose 
expertise in areas such as funding and accountability were 
unknown, and certainly not required ten years ago. 
As well, the number of Brothers available for teaching duties 
across the province has altered significantly in the ten year 
period. This is a result of the members of the Congregation 
involving themselves in new ministries beyond schools such as 
adult education, prisons education and counselling. From 1979 
to 1988 there has been a decrease of 37% in the number of 
Brothers teaching in the Congregational schools. (Province 
Records 1989.) 
As with many religious congregations in the Catholic church 
there has also been a significant downturn in the membership 
of the Congregation. In the Queensland province, there has 
been a decline in membership from 226 Brothers in 1979 to 
166 Brothers in 1988, a decrease of 29.2%. It is significant as 
well, that while the ten congregational schools each has a 
Brother as principal, of the fifteen deputy positions which exist, 
only two are retained by Christian Brothers. (Province Records, 
1990.) 
The implications of the combination of these factors in the 
staffing profiles of the schools for the development of their 
future leadership is clearly significant and will be analysed 
further in this study. This will be done initially through a 
review of the relevant literature in the next chapter. 
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CHAPTER THREE: THEORY AND RESEARCH OF LEADERSHIP. 
Introduction: 
From the contextual description of the previous chapter, it is 
necessary now to develop a conceptual framework for the 
study of future leadership development in Queensland 
Christian Brothers schools. In considering the research 
questions, it was decided that an appropriate conceptual 
framework could be developed by reviewing the relevant 
literature in three overlapping stages. First, the literature on 
leadership in general will encompass the meaning of 
leadership, the theory of leadership in organizations and the 
role of the leader. 
Second, there is need to review the extensive literature on 
educational leadership with attention to school leadership in 
the broader context. Third, as Catholic schools are a part of the 
wider educational community and Christian Brothers schools 
are a particular sub set of Catholic schools, it is significant for 
this study to draw from the more specialist literature in this 
area. 
From these areas a conceptual framework is progressively 
developed throughout this Chapter. 
42 
3.1 Leadership: A general perspective 
As a means of focussing the plethora of material which has 
been generated on the topic of leadership, this review is 
divided into three aspects for clarification. These central 
aspects are: 
What is leadership; leadership theory in organizations and the 
role of the leader. 
This thesis began by proposing the definition of leadership 
given by Arbuckle (1987:10), when he defined it as being 
"An ability to draw others beyond the point where they at 
present find themselves to a stage of greater realisation of 
their common aspiration." 
However, the issue of leadership has been extensively studied 
by social scientists and other researchers for at least seventy 
years. The thousands of empirical studies which make up 
much of the literature have been characterised, according to 
Fiedler (1976:5), 
"... by false starts, dead ends, and bitter controversies." 
Indeed Lombardo and McCall (1978:3), claimed: 
"Leadership is one of the most magnetic words in the 
English language. Mention it and a perceptible aura of 
excitement almost mystical in nature appears." 
However, this confusion is not just a recent phenomenon. Over 
thirty years ago, Bennis (1959:257), cautioned: 
"Of all the hazy and confounding areas in social 
psychology,leadership theory undoubtedly contends for top 
nomination. ... And ironically, more has been written and 
less known about leadership than any other topic in the 
behavioural sciences." 
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He went on to state: 
"The concept of leadership eludes us or turns up in another 
form to taunt us again with its slipperiness and 
complexity." (Bennis, 1959:260) 
Bennis is confirmed in his pessimism by numerous empirical 
studies. Stogdill (1974) described over 3000 studies of 
leadership and in his review was not able to discern any 
emergent pattern. He is supported by Perrow (1979:15), who 
reported: 
"The research on leadership has left us with the clear view 
that things are far more complicated and 'contingent' than 
we initially believed, and that, in fact, they are so com-
plicated and contingent that it may not be worth our while 
to spin out more and more categories and qualifications." 
In a more recent review, Foster (1986:7), reported that in his 
view, the quest to develop more positivistic models of 
leadership has failed. He presented a review of some of the 
leading theorists as follows: 
"In 1974, Stodgill suggested that 'the endless accumulation 
of empirical data has not produced an integrated 
understanding of leadership.' 
Then Miner (1975) wrote that 'The heresy I propose, is that 
the concept of leadership itself has outlived its 
usefulness.'According to Burns (1978) "Leadership as a 
concept has dissolved into small and discrete meanings...A 
super-abundance of facts about leaders far out runs 
theories of leadership'. 
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'By focussing on leaders' interpersonal relations with 
followers, we have simply chosen a relatively trivial 
dimension while ignoring a major dimension 'leadership at 
a distance', proposed Dubin in 1979. ... 
Reviewing the literature, McCall (1986) concluded that 
'After forty years of accumulation, our mountain of 
evidence about leadership seems to offer few clear cut 
facts. Most of the relative certainties deal with things that 
are not true, reflecting a tendency to hone our 
understanding of leadership by inadvertently finding out 
what is not.'" (1986:7). 
Nevertheless, other researchers are not so pessimistic in that 
they acknowledge that leadership does not exist in the abstract. 
Leadership is described as inherent in leaders. This view is 
consistent with the stance taken by this study which accepts 
leadership as an ability which can be developed.Foster 
(1986:13) supports this view when he described the study by 
Bennis of chief executives and hierarchical leaders this way: 
"(Bennis)....finds that leaders shared vision, a clarification of 
the present and a view of the future; communication and 
alignment, communicating and gaining support for the 
vision; persistence, consistency and focus maintaining the 
vision in the organisation; empowerment, creating a social 
architecture which allows for the expression of energy; and 
organisational learning, the ability to monitor performance 
and to learn from errors." 
Various studies have developed lists of qualities perceived 
necessary in successful leaders. In summarising the work of 
Peters and Waterman in this field, the American National 
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Catholic Education Journal MOMENTUM (April 1989:4), 
reported: 
"IN SEARCH OF EXCELLENCE (1982) lists six qualities of 
an effective leader as follows: 
1. A leader must have commitment and persistence, no 
true leader can be half hearted. 
2. Leader needs high visibility, which is why the authors 
talk about 'management by walking around'. To be 
effective the leader needs to be seen by the followers 
3. A leader works well with a team of people. Leaders 
know that there are people who are smarter and more 
skilled than they in a particular area, but they are not 
afraid of those people. Rather the leader prefers to be 
surrounded by such people. 
4. The good leader meets regularly with the people being 
led. Leaders know that people need regular, systematic 
contact. 
5. The leader clarifies the value system so that everyone 
is on the same wavelength. 
6. The leader breathes life into the organisation. The 
leader is the life force of the vision; he or she provides 
the motivation the drive of the group." 
This summary of leadership qualities was however anticipated 
well in advance by Selznick whom Peters and Waterman 
(1982:85) acknowledged along with Chester Barnard who 
published in the 1950's some of the landmark work on values 
in leadership. They quoted Selznick, (1957:17,28,149-150,152-
3), in stressing this linkage: 
"The in building of purpose is a challenge to creativity 
because it involves transforming men and groups from 
neutral, technical units into participants who have a 
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particular stamp, sensitivity and commitment. This is 
ultimately an educational process. It has been well said 
that the effective leader must know the meaning and 
master the technique of the educator...The art of the 
creative leader is the art of institution building, the 
reworking of human and technological materials to fashion 
an organism that embodies new and enduring values... 
From the standpoint of the committed person, the 
organisation is changed from an expendable tool into a 
valued source of personal satisfaction...The institutional 
leader then is primarily an expert in the promotion and 
protection of values." 
In the leadership of Christian Brothers schools in Queensland 
the values to be 'promoted and protected' are the ones built 
into the institution from its beginning in attempting to transmit 
the values of Edmund Rice throughout every activity of the 
institution. 
The institutional leader in the educational context is generally 
seen as the principal of the school. In the Catholic school 
context, the leadership is related to the culture of the school. 
While this aspect is central to later sections of this thesis, the 
type of leadership for the context deserves brief clarification at 
this point. 
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Foster (1986:8) argued that in the educational context, there is 
need to avoid 
"...the type of leadership which treats social structure as 
unproblematic, which becomes but a disguise for 
maintaining persistent patterns of exploitation, and which 
refuses to grapple with the tension of freedom and 
equality, politics and economy". 
Burns (1987:13) maintained: 
"(The error) of earlier students of leadership was their 
preoccupation with power, which may have blinded them 
to the far more important concern of instilling purpose. 
This absolutely central value (purpose) has been 
inadequately recognised in most theories...Leadership over 
human beings is exercised when persons with certain 
motives and purposes mobilise, in competition or conflict 
with others, institutional, political, psychological and other 
resources so as to arouse, engage and satisfy the motives of 
followers." 
Peters and Waterman (1984:83), claimed: 
"In essence. Burns says that leadership, unlike naked power 
wielding, is thus inseparable from followers needs and 
goals." 
Foster (1986:8), clarified further the issue when in discussing 
the appropriate style of leadership in institutions and the 
wider social millieu, he said: 
"Leadership is called for, without a doubt: but not the type 
of leadership which treats social structures as 
unproblematic, which becomes but a disguise for 
maintaining persistent patterns of exploitation, and which 
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refuses to grapple with the tensions of freedom and 
equality, politics and economy." 
In the particular context of this study as outlined in Chapter 
Two where Christian Brothers schools and therefore their 
leaders are expected to have the particular ethos as outlined, 
the emergence of two convergence aspects of leadership is 
noteworthy. These are transactional leadership and 
transforming or transformational leadership. Each is significant 
for this study. 
Transactional leadership has been described by Starratt 
(1987:36) as follows: 
"Transactional leadership is concerned with model values 
such as honesty, fairness, loyalty, integrity, responsibility. 
It is that leadership whereby one sees to it that procedures 
by which people enter into agreements are clear, above 
board, and take into account the rights and needs of others. 
... We may call it leadership rather than management, 
because the activity is raised to a moral level by a 
commitment to values. ... Transactions between human 
beings are raised to a moral plane when they are governed 
by principles of honesty, fairness, responsibility and 
loyalty, because those are values intrinsic to maintaining 
human integrity. Transactional leadership, however, deals 
with persons seeking their own individual, independent 
objectives. It involves a bargaining to aid the individual 
interests of persons or groups going their own separate 
ways." 
Transforming leadership, on the other hand, has been 
presented by Burns (1978:20) in the following way: 
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"...(Transforming leadership) occurs when one or more 
persons engage with others in such a way that leaders and 
followers raise one another to higher levels of motivation 
and morality. Their purposes, which might have started 
out separate but related, in the case of transactional 
leadership, become fused. Power bases are linked not as 
counterweights but as mutual support for common purpose. 
Various names are used for such leadership: elevating, 
mobilizing, inspiring, uplifting, exhorting, evangelising. 
The relationship can be moralistic, of course. But 
transforming leadership ultimately becomes moral in that it 
raises the level of human conduct and ethical aspiration of 
both leader and led, and thus has a transforming effect on 
both ... transforming leadership is dynamic leadership in 
the sense that the leaders throw themselves into a 
relationship with followers who will feel elevated by it and 
often become more active leaders themselves, thereby 
creating new cadres of leaders." 
Summarising the key elements of transformational leadership, 
Starratt (1987:36) proposed: 
"Transformational leadership therefore, is concerned with 
end values such as freedom, equity, community, justice, 
brotherhood." 
From his research into chief executives and hierarchical 
leaders, Bennis was able to distinguish between transactional 
leadership - getting the task done and transformational 
leadership - which involves the ability to share vision and to 
empower others towards that vision which becomes a 
communal vision. From this shared vision comes the group's 
desire to succeed. 
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Bennis stressed the symbolic or visionary quality of leadership 
in the organisation within the process of transformation -
leadership for an uplifting cause. 
"The transformative power of leadership stems less from 
ingeniously crafted organisational structures, carefully 
constructured management designs and controls elegantly 
rationalised planning formats or skilfully articulated 
leadership tactics. Rather, it is the ability of the leader to 
reach the souls of others in a fashion that raises human 
consciousness, builds meanings and inspires human intent 
that is the source of power. Within transformative 
leadership therefore it is the vision, purposes, beliefs and 
other aspects of organisational culture that are of prime 
importance." (Bennis, 1984:70.) 
It is evident then that the key leadership qualities required in 
Christian Brothers schools,if they are to retain and develop the 
key cluster of values which is their ethos, are going to be 
transformational rather than solely transactional. 
3.11 Leadership theory in organisations: 
The link between the leader and the organisational structure in 
which this leadership takes place is critical to any analysis. 
This presumes, that leadership cannot exist or take place in a 
vacuum. As McCorley (1987:32) claimed: 
"Even the 'great man or great woman theories require some 
interaction to give them credibility." 
In this context, Hodgkinson (1978) addressed one of the key 
phenomenological aspects of this dilemma when he developed 
the categories of traditional, rational, and charismatic 
leadership. The traditional leader comes to the position as a 
right perhaps of birth and the rational leader comes to the 
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position through expertise or bureaucratic professionalism. 
However the elusive quality of charisma is not properly 
understood. Those who possess this gift are able to exercise 
enormous influence on their followers. He summarised this 
contribution this way: 
Though the concept is unpleasantly vague the phenomenon 
itself is sometimes disturbingly real, the gamut of its 
organisational manifestations is another problem for 
administrative philosophy, though not under the subdivision of 
/og/c."Hodgkinson( 1978:93). 
These observations would support the view that leadership 
analysis requires consideration of not just the dynamic link 
between the perceived "leader" and "followers", but between 
the nature of the identifiable leadership and the purpose of the 
organisation. The early work of Hersey and Blanchard (1977), 
Mitchell (1970) and Fiedler (1967) developed much of our 
thinking in the area of situational leadership. The attempts at 
this scientific approach to leadership were centred on analysis 
of predicting behaviour in certain types of situation. 
Situational leadership was outlined in terms of task orientation 
or relationship orientation. Hersey and Blanchard defined 
leadership (1977:84) in this clinical fashion: 
"Leadership is the process of influencing the activities of an 
individual or a group in efforts towards goal achievement 
in a given situation - The leadership process is a function of 
the leader, the follower and other situational variables. 
L=f(lf,s.)". 
It is clear now that this understanding of leadership, heavily 
influenced by the behaviourists, is more one of management 
within an organisational framework. This in itself is an 
important aspect of this search for identifying leadership 
qualities appropriate for Christian Brothers schools. Schools, of 
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their nature, are organisations of structure and complexity. 
There is a requirement of efficient management in which 
aspects of task and relationship are validly interacting. 
Knowledge of task or definition of goal is important for the 
school administrator. An understanding of relationships and 
the skill of interaction, are as well, significant factors in people 
leadership. However, they are only two essential factors of the 
total leadership dimension. 
Also important is the distinction between formal and informal 
leadership. In the context of this study, which deals with the 
school environment, it is clear that the formal leader or the 
school principal is not the only person who exercises 
leadership. One of the skills of the principal may well be the 
encouragement of leadership in others. This study does not 
presume that the sole leader of the school is the principal. 
This dynamic interaction - or praxis - between the leader and 
the organisation and the vision of the organisation is central to 
the understanding that leadership is not static. 
"There is need for intelligent and well researched theories 
of leadership, but their application must be through the 
critical or analytical spirit of the leader who has the vision 
of the organisation - as perceived or expressed at that time 
- as the central goal of activity. This critical spirit is the 
basis for leadership acts." (Foster, 1986:18.) 
Grob (1984:270) maintained: 
"In pointing to the critical spirit as the ground of all 
leadership, my intent has been to argue that without that 
willingness to examine one's life, alleged leaders in any and 
all areas of human endeavour, must of necessity, become 
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identified with their purposes which inevitably congeal into 
fixed doctrines or dogma. In short, potential leaders 
without this ground find themselves in the service of fixed 
ideas or causes, and thus agents of the use of power on 
their own behalf. No longer nourished by a wellspring of 
critical process at its centre, leadership 'dries up' and 
becomes finally the mere wielding of power on behalf of 
static ideals." 
If this situation of non-reflective leadership or the wielding of 
power for unchanging structures is dominant, the structure of 
the organisation has taken over from the reason for its 
existence. The cynics of bureaucratic organisations who 
describe them as unchanging, over regimented, top heavy, 
clogged with red tape and other similar perjorative phrases are 
in fact describing this phenomenon. 
In order to avoid this static approach, there are some valuable 
propositions that can be outlined - particularly for educational 
organisations which presumably are aimed at being dynamic 
institutions encouraging life and growth. Foster (1986:19) 
described these propositions as being based on 
"...the idea of emancipatory leadership, one which deals 
with organisational enactment, power and structure." 
Within this construct, the leader accepts the dynamic nature of 
the organisation and challenges or at least evaluates, the 
structure. The status quo is not be canonised, especially if the 
structure is held together by myths of conditioning and power 
plays. The leader in this situation analyzes the organizational 
structure and assesses its usefulness in achieving the goal of 
the organisation. Do the people exist for the structure or does 
the structure exist for the people, is the key question. Put 
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another way, 'who wins, who loses?' is at the centre of this 
inquiry. 
The applications of constructive social science emerge in this 
approach well beyond the approach that is limited to the 
managerial. There is existing a dialectic or educative dimension 
which encourages critical analysis. Fay discussed this aspect in 
these terms: 
"According to this educative conception, the function of the 
social scientist is not to provide knowledge of quasi-causal 
laws to a policy scientist who will determine which social 
conditions are to be manipulated in order to effect a 
particular goal but rather to enlighten the social actors so 
that, coming to see themselves and their social situation in 
a new way, they themselves can decide to alter the 
conditions they find repressive." (Fay, 1975:103.) 
This interactive or dialectic presence of leadership is clearly 
going to involve dynamic tension. There will be contradictions 
at times in the way the group see the vision or focus of the 
organisation. The efforts large corporations make to articulate 
their mission statement and to have their staff identify with it 
so as to develop a dynamic corporate image is evidenced in the 
business world. Peters and Waterman (1984:105), noted: 
"The culture regulates rigourously the few variables that do 
count, and it provides meaning. But within those qualitative 
values, and in almost all other dimensions, people are 
encouraged to stick out to innovate. Thus 'IBM means 
service' underscores the company's overpowering devotion 
to the individual customer; but that very formulation also 
provides remarkable space. Everyone from clerks on up, is 
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prodded to do whatever he or she can think of to ensure 
that the individual customer gets taken care of." 
Greenfield takes this notion further when he reflects critically 
on the nature of leadership in organisations. He claimed 
(1986:166) that "...organisations are built on the unification of 
people around values. The business of being a leader is 
therefore the business of being an entrepreneur of values." 
The context in which the leader unifies the organisation around 
the cluster of core values will of itself help to shape the mission 
of the organisation. There will be a critical role for the leader in 
building the consensus necessary for the organisation to be 
energised by these core values and the culture of the group. 
The process of the sharing of the values and developing 
consensus for the prioritisaion of action steps that will come 
from this sharing is central to leadership activity. To 
Greenfield (1986:142) in fact, "Leadership is a willful act where 
one person attempts to construct the social world for others". 
One of the concerns for leaders in the organisational context is 
the issue of manipulative control of the members of the group. 
The leader who aspires to a "democratic approach" to the 
guiding values or culture of the organisation would argue that 
participatory decision making enables the group to set its 
direction and enables the group to be motivated towards its 
agreed goals. The issue for educational institutions is that the 
key goals are usually already set and are not negotiable for the 
group. This is where the bureaucracy can take over and any 
review of the purposes and the consequences of particular 
organisational aims can be ignored, and treated simply as a 
given of organisational life. 
Researchers such as Bates (1983) have argued that this 
ideological practice is as common in education as it is in the 
wider industrial contexts such as manufacturing. He points out 
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that many of these studies based in industrial psychology, 
centre on "...the problem of influencing the social relations of 
the work group through the development of specific techniques 
of leadership and supervision that would subordinate the 
group to the ' needs ' of management: that is, to increased 
productivity and predictability."( 1983:27). 
The next section of this study outlines the various roles of the 
leader in dealing with this dynamic tension that is recognised 
in the school as an organisation. The energy generated in 
creating the commitment to the particular ethos of the school 
as an organisation is central to this analysis. 
3.12: The roles of the leader. 
The roles of the leader in establishing this culture or identity 
are seen to be most significant. Indeed some writers including 
McCorley (1987)and Starratt (1990),would see the process of 
shaping culture as the prime role of the leader. However, there 
is a range of opinions as to what is meant by the culture of the 
school. Beare (1989:173) gives this overview which although a 
little lengthy, I find useful in attempting to summarise the 
leadership development context. 
"Culture - the tangible, intangible and symbolic elements of 
organisational life - includes characteristics such as: 
• the underlying philosophy and/or ideology espoused by 
the leaders and members 
• the ways in which that philosophy is translated into an 
operational mission or purpose 
• the respective value-sets of leaders and others (both 
within the organisation and those directly or indirectly 
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affected by its operations) and the resonance between 
these 
• the quality (as well as the nature) of personal and 
interpersonal actions and interactions 
• the metaphors which consciously or unconsciously serve 
as frameworks for thinking and action 
• the sagas, myths, stories, folk heroes and celebrations 
which serve to generate or bolster incentive and motivation 
• the many other tangible and intangible manifestations 
which have hitherto been given scant importance but have 
both potential and power in the organization" 
In linking the leader's role to the culture of the organization, 
Pettigrew (1976:11) developed this approach: 
"...The (leader) not only creates the rational and tangible 
aspects of organisations, such as structure and technology, 
but also is the creator of symbols, ideologies, languages, 
beliefs, rituals and myths". 
Even though the Catholic school has a range of expressions, 
there is a central core of belief which impacts on all the facets 
of school life. This is defined as culture according to 
Sergiovanni and Corbally (1984, viii): 
"Culture can be described as the collective programming of 
the mind that distinguishes the members of one school 
from another. Cultural life in schools is constructed reality, 
and leaders play a key role in building this reality. School 
culture includes values, symbols, beliefs and shared 
meanings of parents, students, teachers and others 
conceived as a group or community. Culture governs what 
is of worth for this group and how members should think, 
feel and behave. The 'stuff of culture includes a school's 
customs and traditions; historical accounts; stated and 
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unstated understandings; habits, norms and expectations; 
common meanings and shared assumptions. The more 
understood, accepted and cohesive the culture of a school, 
the better able it is to move in concert towards ideals it 
holds and objectives it wishes to pursue." 
The culture of the organisation should be given direction by a 
clearly worded mission or vision statement of why the 
organisation exists. Duignan (1987:210) argued: 
"Giving shape and direction to a school's culture should be a 
clear articulated vision of what the school stands for, a 
vision that embodies care, values and purposes. Such a 
vision includes how children develop into full human 
beings, about the variety and depth of learning which 
children are capable of, and about the quality of 
interactions necessary to promote and sustain active 
learning in the classroom. Formal leaders in a school e.g. the 
Principal, play a key role in developing such a vision for the 
school." 
It is clear that this particular role of the leader, that is the 
clarifying and sharing of the vision of the school is a most 
significant one. A critical part of this leadership role in my 
view however, is for the leader to see that the formulation of 
the mission or vision statement is done in such a way that all 
stakeholders in the school community: parents, students, 
teaching and support staff as well as the designated or formal 
leaders, feel they have made a contribution to and can identify 
with the vision. 
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According to Duignan, (1987:210.): 
"The leader (or leaders) must ensure that the vision is 
articulated in such a compelling way that it becomes the 
shared vision of the leader's colleagues, illuminating their 
ordinary activities with dramatic significance." 
It is within the group ownership of the purpose of the 
organisation that goes beyond the functionalist position that 
leadership is a function of role or title. Smirch and Watkins 
(1982:259) argued that leadership is a social (re)-construction 
of what is, which of its nature is interactive and not absolute. 
"The phenomenon of leadership in being interactive is by 
nature dialectical. It is shaped through the interaction of at 
least two points of reference, i.e. of leaders and led." 
(Smirch and Watkins, 1982:259) 
In the school situation, as will be seen later in this chapter, 
there are clearly more than two points of reference. The 
stakeholders are usually a more diverse group than simply the 
"leaders or the led". This assumption presumes that schools are 
dynamic and not static institutions. As outlined in the previous 
chapter, this phenomenon of change is to be a significant factor 
for future leaders of Christian Brother's schools in Queensland. 
There are some key aspects of a relevant conceptual 
framework which can be drawn from this section of the 
literature. Central to this view is that leadership can not exist 
in the abstract. It is best seen as the dynamic interaction 
throughout the organization which enables positive growth to 
take place. The focus here is that leadership involves changing 
people's understandings and subjectivities in ways or 
conditions that are conducive to their better acceptance of the 
shared vision of the organization. The energy generated 
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towards the achievement of the goal or mission of the 
organization should become the criteria against which the 
action of the group can be assessed. The key leadership 
function is the generation of the climate to encourage members 
of the organization to move towards the goal. 
Leadership then is much more than maintenance, manipulation 
or management. In the generalist context, it is the ability to 
assist others develop towards some shared goals and to help 
energize all of the members of the group or organization to 
achieve those goals. 
3.2 Educational Leadership. 
From this generalist view in the search for a model for future 
leaders of Christian Brothers schools, it is important now to 
review the theory of educational leadership especially within 
the school context. According to Fiedler (1978), leadership 
needs to be centred in context. He argued, 
"The acid test of leadership must obviously be its ability to 
improve organisational performance...Leadership exists in 
the context of an organisational environment which 
determines, in large part, the specific kind of leadership 
behaviour which the situation requires." 
(Quoted in Pugh, 1984:373.) 
The nature of this organisational environment called a school 
may vary greatly from location to location. Attempts to define 
the school context existentially are too narrow. Meyer and 
Rowan (1983:73) provided an example of this when they said: 
"Education is a certified teacher teaching a standardised 
curricula topic to a registered student in an accredited 
school. 
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The nature of schooling is thus defined by reference to a set 
of standardised categories the legitimacy of which is 
publicly shared." 
Such a narrow view of schooling, that it is predictable, totally 
organised and standardised to some objective set of criteria is 
not the reality of schools. In fact the leadership of a school 
community is far from an exact science. As Hanson (1985:60) 
wryly observed: 
"Attempting to run an educational system or school solely 
by using the rationalistic machinery of the formal 
organisation is a sure ticket on the Titanic. Although good 
administrators may tell you they go by the book, they 
don't!" 
Schools are social cultures and should be seen as social systems. 
Analysis of these constructs assists in understanding the nature 
of schooling. 
"We must remember that there is not only a needs 
inducement relationship between the individual participant 
and the organisation; the organisation itself is part of a 
larger system." (Owens, 1987:72.) 
It is clearly necessary that leaders in this context are able to 
understand that the sub units identifiable in the school as a 
social system are many. These include teaching and learning, 
guidance, maintenance, personnel, evaluation, planning and 
information management. The support services of curriculum 
development, capital planning, financial provision, public 
relations and community interaction are identifiable as well. 
According to Hanson (1979:108): 
"...Leavitt has categorised the key ingredients of a 
subsystem as the interaction of (I) tasks; (2) structure; (3) 
technology; and (4) people. Additionally the various 
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subsystems maintain degrees of differentiation and 
integration. The differentiation and integration establish 
the condition for what Wieck calls a 'loosely coupled 
system' with the subunits maintaining various degrees of 
autonomy and decisional discretion." 
A critical aspect of leadership in schools and particularly in 
Christian Brothers schools, is in considering them as task 
centred organisations or systems as opposed to people centred, 
dynamic communities of learning and growth. According to 
Argyris (1975:249): 
"The dilemma between individual needs and organisational 
demands is a basic continual problem posing an eternal 
challenge to the leader. How is it possible to create an 
organisation in which the individuals may optimum 
expression and, simultaneously, in which the organisation 
may obtain optimum satisfaction of its demands." 
A dimension of the school as an organisation implied in this 
dilemma is school climate or tone. Studies of school 
effectiveness have focussed on the whole matrix of factors 
which impinge in the school both in terms of its organisational 
model and in terms of outcomes. It is significant to note in this 
context the results of a recent four year study into student 
performance which is a significant outcome indicator for 
schools, particularly in the view of the economically driven 
'incomes/outcomes' analysts model. The study, conducted 
across government and private schools, concluded: 
"Recent studies indicate that the most effective schools are 
distinguished, not by elaborate facilities, small classes 
extensively trained teachers, or high financial support, but 
by outstanding social climate". (Erickson, 1981:46.) 
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Ouchi (1981:160) endorsed this in introducing his Theory Z 
following McGregor's Theory X and Theory Y, when he stated: 
"After all, organisations exist only to enable individuals to 
cooperate in some integrated activity." 
In developing his theory, Ouchi incorporated the work of 
earlier researchers and prominent motivational theorists such 
as Maslow, McGregor and Herzberg who have strongly 
influenced educational practice and research in recent years. 
By incorporating Maslow's needs theory and McGregor's theory 
Y, which supports the view that people enjoy work as much as 
play and are creative, autonomous goal seekers. Theory Z 
emphasises the development of "quality circles" to create small 
groups of managers and workers as problem solving teams. 
This is illustrated in Figure 3, designed by Ouchi (1981:160.) 
nGURE3. 
MCGREGORS THEORIES X AND Y AND OUCHIS THEORY Z. 
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Theory X Theory Z Theory Z 
1. People dislike work 1. Work is as natural as 
and will avoid it. play-
1. Workers and 
management 
work 
together 
in teams. 
2. People must be 
forced to work. 
2. People are self-
directed and will 
strive to accomplish 
objectives 
2. Managers 
clarify, and 
gain 
workers ' 
support of 
company 
objectives. 
People want to 
be directed and 
will avoid 
responsibility 
3. People will learn to 
accept and seek 
responsibility. 
3. Management 
and workers 
take a long 
run 
company 
view. 
It is clear that the major difference between Theories Y and Z is 
that Theory Y is an example of the leadership style of one 
individual. Theory Z focuses on the culture of the entire 
organisation and the way it functions to reach maximum 
efficiency and productivity. According to Ouchi( 1981:42): 
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"An organisational culture develops when employees have a 
broad array of common experiences as touchstones through 
which to communicate with a great deal of subtlety." 
In the construction of a suitable model for leadership 
development this aspect of the "corporate" or in this situation 
the "congregational" culture will be of some considerable 
significance. 
Consistent with this approach in much of the research on 
"skills" for successful school leadership, Goodlad (1978), 
Fiedler (1978), Sergiovanni (1982) and Foster (1985) have 
emphasised the need for leaders to reflect on the nature of 
school organisation and to create an environment conducive to 
personal growth. The American Association of School 
Administrators (1985:3) included this as the cornerstone of 
their Leadership Outcome Goals for successful school leaders: 
"School leaders should understand the theoretical 
foundations and demonstrate the application of these 
specific performance goals: 
1. Establish and maintain a positive and open learning 
environment to bring about the motivation and social 
integration of students and staff. 
2. Build strong local, state and national support for 
education. 
3. Develop and deliver an effective curriculum that 
expands the definitions of literacy, competency and 
cultural integration to include advanced technologies, 
problem solving, critical thinking and communication 
skills, and cultural enrichment for all students. 
4. Develop and implement effective models/modes of 
instructional delivery that make the best use of time, 
staff, advanced technologies, community resources and 
financial means to maximise student outcomes. 
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5. Create programs of continuous improvement, including 
evaluation of both staff and program effectiveness as 
keys to student learning and development. 
6. Skilfully manage school system operations and 
facilities to enhance student learning. 
7. Conduct and make use of significant research as a base 
for problem solving and program planning of all 
kinds." 
However, simply focussing, on the development of leadership 
skills alone is not sufficient. Leadership clearly involves 
relationships and writers such as Sergiovanni developed a 
quality leadership equation which is relevant here as it 
summarised the interactive nature of leadership in the school 
environment: 
"QL = LS (LA + LM + LCE)" 
Quality leadership QL, results from the compounding 
effects of Leadership Skills interacting with Leadership 
Antecedents LA, Leadership Meanings LM and Cultural 
Expression, LCE." (Sergiovanni 1982:336.) 
Previously Goodlad (1978:326) stressed much more the 
teaching/learning focus of the school leader's role when he 
argued: 
"Our work, for which we will be held accountable, is to 
maintain, justify and develop sound, articulate, com-
prehensive programmes of instruction for children and 
youth." 
The school leader works continually with this potential 
dilemma. The development of the identity and culture of 
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the school as well as seeing that quality learning is taking 
place. The leader is the one most charged with the 
responsibility of seeing that the rationale for the existence 
of the school as an organization is being followed. I find 
this clarification by Sergiovanni (1984:6) to be useful here. 
"The school leader has to provide that continuous stream of 
actions by an organisation's formal leadership, which has 
the effect of inducing clarity, consensus and commitment 
regarding the organisation's basic purpose." 
Central to this understanding is the significance of the leader 
being responsible for calling the community to account and 
revisiting the purpose of the organisation. The great danger of 
schools being distracted from their central task is obvious even 
to the casual observer of the interaction between schools and 
the society they serve. In difficult times, society blames the 
schools for all manner of social ills. Theodore Sizer wrote: 
"You pick on schools when society is unhappy with itself." 
(O'Kelly, 1986:4.) 
Recent Australian experience stresses this interactive aspect of 
schools. It is a commonly held proposition that schools are 
responsible to society: 
"The foundation on which we must build a knowledgeable 
and skilled society is a school system which challenges and 
draws out the potential in all our young people. Our schools 
must provide a general education which is broad, balanced 
and relevant. It must build the confidence of students and 
improve their commitment to learning." (Dawkins, 1988:4.). 
The role schools play in the collective life of the nation was 
oudined in the Australian Schools Commission Report 1987: IN 
THE NATIONAL INTEREST: Secondary Education and youth policy 
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in Australia 1987. The report examined the role schools play 
and decided that the best contribution of schools to the 
collective life of the nation is the provision of a rigourous, 
broadly based, general education. Other research has been 
similarly forceful in the view that schools underpin the healthy 
development of society. According to Metherall (1988:3): 
"Schooling is primarily about the intellectual, physical and 
moral development of young people. It is giving them 
knowledge, skills and values to contribute to society to the 
full extent of their ability." 
Concurrently, the Australian Capital Territory Schools 
Authority (1988:5), has stated that children should be taught in 
"....a learning environment and schooling system which is 
both highly relevant to the social and economic needs of the 
society, and is in tune with their intellectual and cultural 
development." 
Within this concept it is important for schools to aim to 
primarily equip students with the skills to develop an 
integrating overview of their society and personal experience. 
The well educated person will be, according to this view, 
someone who has: 
"The flexibility, initiative and adaptability to contribute 
productively and positively to the nation, culturally, 
socially and economically no matter what circumstances 
arise." (Australian Schools Commission, 1987:2.) 
This view is consistent with the aims of Australian schools 
previously outlined in the Core Curriculum for Australian 
Schools (1980:9.): 
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"School curriculum should deal with the historic nature and 
aspirations of our country, its basic ideals and values, its 
current and future place in the world, its needs for 
economic and strategic survival and growth, the resources 
available to it and not least important, the changing and 
dynamic nature of our society." 
The school is clearly more than an organisational system. It is 
interactive and consequently dynamic. The core meanings for 
its existence will remain somewhat static, but the school needs 
to be purposeful to its mission. The critical role of the leader in 
this challenge has been indicated. However it is encouraging to 
see the analysis of school leadership by Fiedler (1986), who 
said that the vision for the organisation does not reside in the 
leader alone. As the corporate leader must analyse the 
structure of the business organisation, the school leader must 
"...have intellectual power to analyse and power to criticise 
and dialogic power to present. The educative use of power 
is realised in the empowerment of followers, an 
empowerment which provides the actors themselves with 
insight and reflection into the conditions of their existence 
and into the possibilities of change." (Fiedler, 1986:21.) 
The effective school leader will encourage the followers to 
understand, clarify and accept the corporate vision or mission 
of the individual school. As the vision is developed, reviewed 
and renewed the school community emerges as an alive 
organisation in which the leader/follower dysfunction falls 
away to a communal ownership of direction. This is evidenced 
when behaviour characterised by all in the organisation 
considering themselves to be - and basing their level of 
responsible involvement - on the premise that all are co-
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leaders, co-learners, and co-workers in actualising the 
communal vision. 
On this point Duignan quoted Starratt (1986) at the Adelaide 
conference of the Australian College of Education when he 
spoke of 
"...the need for organisation members to have a sense of 
belonging, a feeling of being part of the community, and a 
feeling that they have control, at least to some degree, over 
important aspects of organisational life. Leadership should 
help everyone within the organisation to be somebody. It 
should help reduce feelings of anonymity and impotence 
and facilitate the development of the sense of the possible." 
(Duignan, 1986:14.) 
Educational leadership must be based in the organisational 
reality of the school context. Schools are unique organisations 
but are systems nonetheless. In being true to the rationale or 
mission of the organisation, the school leader will, at times 
prophetically, call the community to review that vision and 
perhaps realign the delivery systems to improve fidelity to the 
mission. The effective school leader will not rely on 
bureaucratic or centralist power. Leadership will be a 
communal responsibility. 
"//; contrast to the functionalist position, leadership should 
be seen as a processual dialectic relationship which can 
offer insights on the production, reproduction and demise 
of certain organisational practices and structures. Such a 
processual perspective implies that there is no one pre-
ordained or designated leader within the organisation, but 
that at any time, any one member of the organisation can 
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come to the forefront to provide guidance in resolving the 
tensions and contradictions that beset organisations." 
(Watkins, 1985:3.) 
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McCorley (1988:14) outlined A Model for School Leadership 
which clarifies this interdependence. He argued that it is the 
articulation of the leader's vision which enriches the shared 
vision of all the stakeholders in the school community. 
Figure One 
A Model for School Leadership 
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CONTINUAL RENEWAL OF SCHOOL AS EMBODIMENT OF VISION 
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School leadership is seen by McCorley as being more than a 
"trait" such as decisiveness, more than a "style" such as 
authoritarian, and more than a combination of styles and 
situations. It is more than efficient functional or management 
behaviour. School leadership is seen as being more complex, 
more profound and more challenging than some simplistic 
categorisation. However, the core components such as being 
interpersonal and interactional are in evidence. Sergiovanni 
has argued in this context, that much of the literature on 
organisational behaviour has been in the management domain 
and therefore not comprehensive. Much of the literature on 
educational leadership has relied too heavily on what the 
nominated leader did and how she or he acted in a particular 
situation. Sergiovanni stressed that more attention should be 
given to the symbolic aspects of leadership through the 
meanings that the leader communicates to others in the 
community. 
In developing this concept further, Sergiovanni (1984), related 
leadership to excellence in schooling. He proposed a hierarchy 
of leadership forces which contains five levels each of which 
has a descriptor or role metaphor. 
"LEVEL ONE: The technical or 'management engineer' who 
provides the planning, organising, coordinating and 
scheduling for the running of the school. 
LEVEL TWO: The human leader or the 'human engineer' 
who provides support, encouragement, and growth 
opportunities for the people who work in the school. 
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LEVEL THREE: The educational leader who as 'clinical 
practitioner' provides expert professional knowledge in 
curriculum development, supervision, evaluation, teaching 
skills and staff development. 
LEVEL FOUR: The symbolic leader who signals and models 
to others 'what is of importance and value" about the 
school, especially to promote a unified vision of the school. 
LEVEL FIVE: The cultural leader who builds a unique 
school culture by defining, strengthening and articulating 
'those enduring values, beliefs and cultural strands that 
give the school its unique identity'." (Sergiovanni, 1984:6.) 
One central theme, clearly restated by Sergiovanni, is that the 
symbolic and cultural aspects of leadership are essential to 
excellence in schools. While the educational, human and 
technical forces are linked to conditions to achieve excellence, 
they alone are not sufficient to ensure it. 
In 1987 Sergiovanni provided a concise summary: 
IThe symbolic and cultural forces] have the potential to 
provide school participants with the direction and meanings 
needed for enriched living and learning. At the peak of the 
pentagon IFigure 1] is the educational force. This force has 
potential for defining the mission of schooling and for 
giving substance and guidance to its work. Human and 
technical forces have the potential to provide the 
instrumental processes and managerial means needed to 
conduct the work of the school." 
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Figure 2. The Forces of Leadership 
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(Sergiovanni, 1987:63) 
Following Sergiovanni, a five year study into leadership skills 
of primary and secondary principals at the University of Texas, 
isolated five qualities which appeared to distinguish between 
more effective and less effective principals. These five qualities 
emerged as: 
1. VISION: The more effective principals had clear, informed 
visions of what they wanted their schools to become. These 
visions predominantly focussed on students and their 
needs. 
2. TRANSLATION OF VISION: into goals for their schools and 
expectations for the teachers, students and administrative 
staff. 
3. A SUPPORTIVE ENVIRONMENT: was established through a 
school climate which supported progress towards these 
goals and expectations. 
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4. MONITORING OF PROGRESS: was a continual process. 
5. INTERVENTION: by the principal was undertaken in a 
supportive or corrective manner whenever appropriate. 
(McCorley, 1987:32.) 
The converging theme emerging from this study was that the 
behaviours used by the different principals to accomplish their 
individual vision varied widely across the sample. It 
strengthens the view that leadership is a unique gift or quality 
associated with the person emergent as the leader. It means 
that individuals who wish to be effective leaders 
'...need not undergo a personality change or take part in 
therapy aimed at changing their behaviour to fit some 
predetermined pattern." (Rutherford, 1985:34.) 
Indeed, if a model were to be developed, it was appropriate to 
examine a model which was developed for the specific purpose 
of viewing leadership style . In the necessity to understand the 
milieu of a school or schools as in this study, as organisations , 
there is a complex intertwining of the culture of the school, 
school organisation, leadership, curriculum (however defined) 
and the teaching -learning processes. To attempt to separate 
one in isolation from the other elements is to overlook the 
holistic view so vital to the understanding of leadership and 
leader's responsibilities. 
To illustrate the complexity of the tasks, the following model is 
discussed to to stress this singular point. The particular model 
has been selected as indicatively illuminating a very holistic 
view surrounding the task of leadership. To explain the model, 
even briefly, will testify to that evidence. There have been 
numerous attempts to develop satisfactory profiles which 
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would enhance the selection of potentially successful leaders. 
The set of criteria would develop a profile which could be 
developed for comparative purposes. Of course, to identify 
characteristics of individuals is one thing; another is to relate 
those characteristics to the desirable leadership style as 
perceived to be ideal for the particular group of Christian 
Brothers schools. 
In recent developmental work which will result in new 
appraisal procedures for leaders in Queensland Department of 
Education schools, there has been developed a Leadership 
Profile which follows these previous studies. The profile was 
derived from leadership theory, acknowledges in particular the 
work of Sergiovanni, and will probably look similar to Table 3: 
(Department of Education, Proposed promotional appraisement 
procedures, 1989:2). 
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TABLE THREE: LEADERSHIP DEVELOPMENT PROFILE. 
LEADERSHIP 
SCHOOL 
DIMENSIONS 
CULTURE 
PERFORMANCE 
STANDARDS 
PROACTIVE 
DEVELOP-
MENTAL 
REFLECTIVE 
APPLICATIVE 
FUNCTIONAL 
MINIMAL 
MANAGEMENT/ 
ADMIN. & 
ORGANISATION 
INTER-
PERSONAL 
RELATION-
SHIPS 
LEARNING 
AND 
TEACHING 
CURRICULUM EDUCATIONAL 
VISION 
Source: Department of Education, Queensland 1989. 
In this model the critical elements identified are discrete 
leadership dimensions and performance standards. The 
discrete leadership items are: 
(a) Management, Administration and Organisation which 
involves the techniques of planning, organising, 
scheduling and coordinating. 
(b) Interpersonal re la t ionships which suggests a 
leadership style which supports and encourages 
individual growth within the organisation. 
(c) Learning and teaching are processes which are close to 
the learner, the key focus of the educative delivery 
process. 
(d) Curriculum which is a major concern in the delivery 
of education to the learner; associated functions are 
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program development, implementation and evaluation, 
and 
(e) Educational Vision is related to the continuance of the 
service supplied but borne along in a distinct school 
climate which is nurtured , fostered and encouraged 
by the leader's philosophical perspective. 
The five elements of the performance standards dimensions 
are: 
(a) Proactive performance indicates that the leader 
provides for future improvement and growth of 
present circumstances. 
(b) Reflective performance suggests that the leader 
reviews his or her operations and programmes. 
(c) Appl icat ive performance notates the leader 's 
implementation of the operational level. 
(d) Functional performance registers whether the leader 
documents and verbalises in the performance of 
leadership, and finally 
(e) Minimal performance is an indicator where the leader 
is operating below functional performance. 
It is evident then, that the literature on leadership 
development in the secular school context has certain essential 
elements. Management is an important sub set of leadership. 
As well, the ability to encourage the growth of individuals as 
well as sound pedagogical skills are required. Finally 
successful leaders need to have the vision to encourage the 
creation of the particular culture of the school. 
One of the critical aspects of school leadership in this context is 
the conceptualization of what makes the school effective. 
Despite the claim of Beare (1989:2) that: 
"We already know what makes a good school", 
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there is need to clarify the linkage between effective 
leadership, as outlined above, and effective schools. 
There have been numerous Australian studies relevant in this 
area including Caldwell and Misko (1983), Mellor and Chapman 
(1984), Hyde and Warner (1984), Mulford (1988), Caldwell and 
Spinks (1988) and Beare, Caldwell and Millikan (1989). These 
authorities indicate that the linkage between effective 
leadership and effective schools is through the leader as the 
one who can share a vision effectively; and to provide the 
mission for and to guide in a direction which unifies the 
stakeholders. 
In the most recent of the studies referred to above, Beare 
(1989:3) confirmed that: 
Good schools have clear educational aims, which apply to 
the behaviours of staff no less than to students. Good 
schools target learning outcomes. They believe that every 
student can learn and is willing to learn. An attitude of 
success permeates the whole school. Good schools are 
constantly on the search for a better way of doing things." 
They do not just talk about good ideas; they go out and 
practise them. A good school has a good Principal who is an 
educator rather than merely a manager, a person whose 
interest is primarily in teaching and learning. Good schools 
concentrate on teaching and learning. They understand that 
their core task is educating, they devote more classroom 
time to that task, their teachers direct their energy to 
academic learning, they test regularly for achievement, 
they set homework and follow up to see that it is done. 
There is a school-wide systematic, regular assessment 
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program for the school. Good schools maintain an orderly 
and safe environment for learning. In good schools, it is 
safe for a student to be curious, to play with ideas, to 
experiment and to make mistakes. Good schools do not 
burden either their students or their staff so heavily that 
time for enrichment, time to reflect, time to participate in 
recreation or artistic or professional or other educational 
pursuits are crowded out of the program. To quote Clark, 
Lotto and Astuto (1989:183) 'Good schools are good places 
to live and work (in) for everybody' ". 
Mulford (1986:9) is more specific when he reports that: 
"Three common features of effective schools were found to 
be: (In the Hyde and Warner 1984 study in Western 
Australia). 
• A shared consensus on values and goals.. 
• Evidence of clear, understandable short-range and long-
range planning, and the coordination of these through 
effective monitoringievaluation activities. 
• The stability and continuity of key staff." 
Mulford then develops these three common features into a set 
of additional indicators that are more closely related to 
principal leadership. In reporting on two of the other studies 
in Australia by Mellor and Chapman (1984), and Caldwell and 
Misko (1983), Mulford (1986) has prepared a summary which 
assisted in focussing the qualities of leaders model. His 
complete chart (1986:10-14) Three Australian Studies on the 
Criteria of School Effectiveness is included as Appendix Six. 
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The factors he identified were: 
1. Sense of Mission 
2. Great expectations 
3. Academic focus 
4. Feedback on academic performance 
5. Positive motivational strategies 
6. Conscious attention to (a positive, safe, ordered 
community) climate. 
7. (Administrative) Leadership 
(Mulford, 1986:10) 
It is evident from these studies which focus on school 
effectiveness is that the quality of leadership does make a 
difference to the effectiveness of the school. After reviewing 
the extensive Australian and overseas literature in the field, 
Mulford (1986:20) concluded: 
"...Evidence is presented in the above reviews to indicate 
that principals can make a difference to teachers and 
students in their schools. The difference would appear to 
be significant and is made all the more important by the 
fact that it can be either a positive or negative one. 
Emphasis on the studies reviewed is clearly on 
interpersonal skills (for example, the need to be 
supportive, foster participation, and tolerate uncertainty 
and freedom) and on strong instructional leadership 
(for example, the need to be involved, help develop school 
goals and a supportive learning climate, and have high 
expectations). The similarities with the literature on 
indicators of school effectiveness are striking." 
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The linkage between the qualities of leaders and the 
effectiveness of the school becomes the basis for the 
developmental model being proposed. The leadership forces 
hierarchy developed by Sergiovanni and analysed in section 
3.2 of this thesis is central to this proposal. Mulford (1986:28) 
concurs and provides useful examples of this linkage. 
Sergiovanni's leadership hierarchy is illustrated through a 
leadership metaphor model. Examples are given to the 
hierarchical pyramid while noting the presence and absence at 
each layer of the symbolic metaphor. The model is self evident 
and is presented on the succeeding page. 
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DIAGRAM 3: SERGIOVAHHI'S LEADERSHIP FORCES HIERARCHY 
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In the development of the relevant conceptual framework in 
which to consider the advancement of suitable leadership 
qualities for educational organizations, there are some key 
points to stress at this stage. It is evident that it is critical for 
the leader to be able to energize the organization and enable 
the group to achieve its goal. The goal in the educational 
context is an effective school as outlined in the various studies 
referred to above. However, the concept of effectiveness is not 
at the level of stressing efficiency at all costs. The factors 
identified by Mulford (1986:10) stress sense of mission, great 
expectations and strong academic focus as the three highest 
priorities for leaders in the school situation. 
In this context then, the interpersonal qualities of the school 
leader are especially important. The sharing of vision is the 
critical skill here as the leader nurtures, encourages and 
empowers the school community towards the shared goal. 
From these considerations of leadership qualities and the close 
link with school effectiveness and the general school 
environment, there is need to focus now on leadership in the 
specialist area of Catholic schools. Leadership in Christian 
Brothers schools which are a further sub set in the conceptual 
framework being developed can then be analyzed in order to 
put the research questions into context. 
3.3: LEADERSHIP IN CATHOLIC SCHOOLS. 
Catholic schools form an identifiable subset of the Queensland 
school system yet are integral to it. However, a discussion 
related to the leadership development needs to reflect the 
concept of leadership as espoused by the Catholic church. The 
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church as part of its mission,has clear objectives for its schools. 
The Sacred Congregation for Catholic Education, whose task it is 
to express church policy in this area, has clarified the aims of 
Catholic schools as follows: 
"//, like every other school, the Catholic school has as its 
aim the critical communication of human culture, and the 
total formation of the individual, it works towards this goal 
guided by its Christian vision of reality through which our 
cultural heritage acquires its special place in the total 
vocational life of man. Mindful of the fact that man has 
been redeemed by Christ, the Catholic school aims at 
forming in the christian those particular virtues which will 
enable him to live a new life in Christ and to help him play 
faithfully his part in building up the kingdom of God." 
(The Sacred Congregation for Catholic Education, 1977:33.) 
Within this framework, the leader of a Catholic school is 
instructed to have special regard to participative decision 
making or collaboration in the school's delivery of the values 
espoused above. The church literature initiated by the second 
Vatican Council which completed its deliberations in 1965, 
strongly supports the concept of collegiality in leadership. It 
was in this Council that Pope Paul VI and the bishops of the 
world encouraged the change from the traditional hierarchical 
model of church back towards the more participative model of 
church as "the people of God", as in early times. This message 
has gained momentum in church organisation based on the 
understanding that all the faithful are called to understand that 
they, together with the hierarchy and the ordained ministry, 
are the church. According to Harper (1980:11): 
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"The understanding of the post conciliar church is of one 
which the Holy Spirit enlightens and enlivens, and that all 
its members are responsible for its health and vigour." 
This approach to shared decision making and collective 
responsibility has required that church governance should 
involve the governed. 
"The rationale of such shared responsibility is clearly 
present in the Vatican Council II documents which state 
that the laity should be involved in all decisions affecting 
their lives, and that appropriate structures should be 
established for this purpose." 
(Harper, 1980:22.) 
Specifically the organisation of Catholic schools is required to 
follow these guidelines as expressed by the document. The 
Catholic School: 
"In consequence of the principle of participation and co-
responsibility, the various groupings which constitute the 
educational community are, according to their several 
competencies to be associated in decision making 
concerning the Catholic school and in the application of 
decisions once taken." 
(The Sacred Congregation for Catholic Education, 1977:54.) 
Within this understanding of the purpose and mode of 
operation of the Catholic school, the clear model for the Catholic 
school leader is Jesus the Christ. If education is, as is often 
claimed to be, the education of the whole person, the statement 
of Jesus as to His purpose for coming onto earth recorded in 
John's gospel 10.10: 
a o 
7 have come so that you may have life and have it to the 
full." 
is most significant. The core task of the leadership of any 
Catholic organisation, but critically the Catholic school, is to be 
life giving. This enlivening is in all dimensions of human 
nature including spiritually, morally, academically, socially and 
emotionally. It has unique meaning in the Catholic school by 
integrating a specific religious tradition within the curriculum 
provided. 
"The specific mission of the Catholic school is a critical, 
systematic transmission of culture in the light of faith and 
the bringing forth of the power of Christian virtue by the 
integration of culture with faith and of faith with living." 
(The Catholic School, 1977:39.) 
In line with that statement, it could be assumed that 
Catholic schools attempt the integration of this specific value 
tradition. Catholic faith, within the education of the whole 
person. The school through its transmission of the faith, 
challenges the prevailing materialistic hedonism of current 
society with the spiritual values of Jesus and his gospel. Thus 
the ideal Catholic school leader would work from this basis and 
strive to see the Gospel as the centre of his or her ministry of 
leadership. In modelling Gospel values to the school 
community, the special nature of the Catholic school would be 
expressed through the leader. Brother Marcellin Flynn 
(1985:21) expressed the mission this way: 
"For Catholic educators the development of the whole 
person finds its centre and fulfilment in Jesus and in an 
incarnational understanding of human life. ... 
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He gave to human persons the possibility of becoming the 
revelation of the divine in this world." 
Some examples of the leadership qualities as evidenced by 
Jesus in the scriptures will be helpful in identifying leadership 
qualities for the school leader. Included are the following 
extracts taken from Jerusalem Bible, (1986): 
1. The service of others. Jesus explained that to be great 
in leadership, his model was not to seek power but to 
serve. According to Mark, (10.41-45): 
"Jesus called them to him and said to them: You know that 
among the pagans, their so called rulers lord it over them, 
and their great men make their authority felt. This is not to 
happen among you. 
No; anyone who wants to become great among you must be 
your servant, and anyone who wants to be first among you 
must be slave to all. For the son of man did not come to be 
served but to serve, and to give his life as a ransom for 
many." 
2. Jesus was able to empower others. There are 
numerous scriptural examples of this, including this 
extract from John's gospel, (15.1-5).: 
7 am the true vine and my Father is the vinedresser. 
Every branch in me that bears no fruit he cuts away, and 
every branch that does bear fruit he prunes to make it 
bear even more. You are pruned already, by means of the 
word I have spoken to you. Make your home in me as I 
make mine in you. As a branch cannot bear fruit all by 
itself, but must be part of the vine, neither can you unless 
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you remain in me. I am the vine, you are the branches. 
Whoever remains in me, with me in him, bears plenty of 
fruit; for cut off from me you can do nothing." 
3. Jesus was a leader of clear vision and was able to 
articulate his vision in such a way that others were able 
to share it to further their individual ownership of it. 
Luke (12:22-31) explains the trust in providence which 
was central to the vision of Jesus: 
"Then he said to his disciples 'That is why I am telling you 
not to worry about your life and what you are to eat, nor 
about your body and how you are to clothe it. For life 
means more than food, and the body more than clothing. 
Think of the ravens. They do not sow or reap; they have 
no storehouses and no barns, yet God feeds them. And how 
much more worthy are you than the birds! Can any of you 
for all his worrying, add a single cubit to his span of life? 
If the smallest things therefore are outside your control, 
why worry about the rest?...You must not set your heart on 
things to eat and things to drink; nor must you worry. It is 
the pagans of this world who set their hearts on these 
things. Your Father knows you need them. No, set your 
heart on his kingdom and these things will be given you as 
well." 
4. Jesus exemplified that he was in touch with 
reality and did not seek to be exempt from earthly 
affairs by pleading allegiance to a more spiritual state. 
He was a realist who could use all the normal things of 
the world to bring others to the kingdom. Matthew 
(22:15-21) records one example of this: 
"The Pharisees who were trying to trap him sent their 
disciples to him, along with some Herodians. to say 'Master, 
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we know that you are an honest man and teach the way of 
God in an honest way, and that you are not afraid of 
anyone, because a man's rank means nothing to you. Tell us 
your opinion then. Is it permissible to pay taxes to Caesar or 
not?' But Jesus was aware of their malice and replied 'You 
hypocrites! Why do you set this trap for me? Let me see 
the money you pay the tax with.' They handed him a 
denarius and he said 'Whose head is this? Whose name ? 
'Caesar's' they replied. He then said to them: 'Very well, 
give back to Caesar what belongs to Caesar - and to God 
what belongs to God.' This reply took them by surprise and 
they left him alone and went away." 
3. Finally Jesus was one who could bring joy, peace 
and love to those with whom he came in contact. This 
was the secret of his life giving. Luke (6:35-36), records 
one example of this in these words: 
"But love your enemies, and do good, and lend expecting 
nothing in return: and your reward will be great, and you 
will be sons of the Most High; for he is kind to the 
ungrateful and the selfish. Be merciful even as your father 
is merciful." 
With this holistic view, the Catholic school leader has no 
dichotomy between secular education and Christian education, 
if the enterprise is centred on these and other gospel values. 
In attempting to centre this particular approach to leadership, 
it is important to summarise what is critical in school 
leadership in the Catholic tradition. The conceptual framework 
distilled from the literature is based, I believe, in some specific 
understandings which can be outlined so as to assist in the 
formulation of a leadership development strategy. At this 
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stage it is clear that the leader of the Catholic school is required 
to be faithful to the teaching mission of the church, in the 
model of Jesus and using the best insights of the education 
profession. The Catholic school leader is at the forefront of an 
apostolate which is a ministry of Christian meaning within 
contemporary society. Key professional decisions such as 
curriculum policies are taken in this context. In determining 
what will be taught, as well as how and by whom, leaders 
respond to their own deeply internalised beliefs about what it 
means to be human, about the nature of society, about the 
learning process itself and about the purpose of schooling. The 
leaders of Catholic schools have a special responsibility to bring 
an authentic Christian vision to these questions. 
The Sacred Congregation for Catholic Education (1977:25) 
stressed this need for authentic professionalism when it stated: 
"It is essential to keep in mind the basic concept of what a 
school is. That which does not reproduce the characteristic 
features of a school cannot be a Catholic school." (1977:25.) 
The leader of the school is reminded of the genuine values of 
secular learning, the integrity of the educational enterprise and 
the rightful professionalism of teachers. The school is to model 
Christian values, especially in decision making and policy 
formation. In these areas, the leader of the Catholic school has a 
critical responsibility. 
As a result of these considerations, it is possible now to 
postulate a conceptual framework or model which specifies the 
link between leadership qualities and competencies in the 
Catholic School context. Since this study is focussing on 
Christian Brothers leadership development, the linkage concept 
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for Catholic schools in general will be a critical factor for 
Christian Brothers school leaders as an identifiable sub set of 
Catholic schools. 
The models help to clarify the linkage and the inter relation 
between personal qualit ies in leaders and the key 
competencies required in Catholic school leadership. The 
literature on general and educational leadership is supported 
by the specific Catholic school literature and documents 
stressing the professional and personal qualities required of 
leaders. The Catholic school literature and the scriptural 
models on which it is based stress the integration of these 
within a spiritual dimension. This model specifies the spiritual, 
professional and personal qualities as the bases from which 
key competencies in the pastoral, educational and managerial 
are derived. 
Table Four attempt to clarify the model this way. 
TABLE FOUR: LEADERSHIP QUALITIES AND COMPETENCIES. 
QUALITIES: COMPETENCIES: 
Spiritual >»» Pastoral 
Professional > » » Educational 
Personal >»» Managerial 
Finally, it is important to consider the specific environment in 
which the leader of a Christian Brothers school operates in 
order to establish this specialized context more specifically. 
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3.4 LEADERSHIP IN QUEENSLAND CHRISTIAN BROTHERS 
SCHOOLS AND ITS RELATIONSHIP TO CATHOLIC 
EDUCATION. 
Leaders in Queensland Christian Brothers schools have three 
formal accountab i l i t i es beyond the di rect working 
accountability to the students and their parents. These 
accountabilities are to the Provincial, the State Minister of 
Education and the Bishop of the Diocese in which the individual 
school operates. The traditional link between congregation. 
State and Church authorities in Queensland is based in the 
various parliamentary statutes since 1871. This interaction has 
been the result of the analysis that -
"The reason for the existence of the Catholic School is that 
religion is an integral part of life, and consequently it 
should permeate all education." (Provincialate of St. 
Francis Xavier,1979:5). 
However, as the Christian Brothers school has its mandate 
from the Catholic Church the Declaration on Christian 
Education from the Second Vatican Council is important in 
giving direction to the school leader 
"No less than other schools does the Catholic school pursue 
cultural goals and the natural development of youth. But it 
has several distinctive purposes. It aims to create for the 
school community an atmosphere enlivened by the gospel 
spirit of freedom and charity. It aims to help the adolescent 
in such a way that the development of his own personality 
will be matched by the growth of that new creation 
eventually to the news of salvation, so that the light of faith 
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will illumine the knowledge which students gradually gain 
of the world, of life, and of mankind." 
(Declaration on Christian Education (1969:8) 
This statement is the goal of Catholic education and therefore of 
each Christian Brothers' School. In 1820, Pope Pius VII issued 
the Papal Brief giving approval to the formation of the 
congregation. It is stated: 
"...the main end and spirit of their institute (The Christian 
Brothers) must be an anxious solitude to educate youth 
according to the maxims of the Christian law" (Province of 
St. Francis Xavier, 1979:8). 
The congregation documents stress continually that within the 
mandate for the conduct of its schools, leaders are to operate as 
ministers who in their ministry to others (administration) will 
reflect the purpose of their foundation. According to the 
Constitutions of the Congregation (1985:28): 
"We are constantly challenged in our educational apostolate 
to develop curricula which promote the harmonious growth 
of the whole person - a synthesis of faith, life and culture. 
Our Catholic colleges, schools and other centres offer us 
privileged opportunities for the evangelisation and care of 
youth. In the tradition of our founder, we are pastorally 
concerned for all our students, but especially for those who 
are most deprived." 
The leader of the Christian Brothers school relates to the local 
church and diocesan leadership through a variety of formal and 
informal systems. The formal systems are in place through the 
Queensland Catholic Education Commission which consists of 
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the five diocesan directors of Catholic education and 
representatives of the major superiors of religious orders 
engaged in education. This commission is directly responsible 
to and receives its mandate from the five Bishops of the 
Province of Queensland whose metropolitan is the Archbishop 
of Brisbane - the senior Bishop. 
The Queensland Catholic Education Commission has the role of 
formulating policy at the state level for Catholic schools. The 
vision or mission statement for all Catholic schools in 
Queensland is the one which resulted from Project Catholic 
School (Queensland Catholic Education Commission, 1978:3). 
The Profile, quoted in Chapter One of this thesis, is the charter 
for Catholic school leaders in Queensland. 
In their discussion of the Project, Thomas et al. in Simpkins and 
Thomas (1982:35) reported: 
" any attempt to improve the organisational and 
administrative superstructure of Catholic schools must be 
closely concerned with decision making .... the study points 
to decisions that have to be made .... the model that thus 
emerges divides the decision making functions between 
State, diocesan and local levels. It seeks neither to return 
to the past nor to retain the present; it seeks neither to 
"centralise" nor to "decentralise" the administration of 
Catholic schools in Queensland. Rather it is to function to 
make possible the future attainment of a desired objective." 
This dynamic tension between centralised decision making and 
local autonomy is well discussed in the literature on 
organisational development and on educational institutions. In 
the specialised milieu of the Catholic school as an institution 
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claiming to be established primarily for the purpose of 
evangelisation, Leavey (1984:25) observed: 
"For any institution to be evangelised seems to me to 
involve three things: the development of the notion of 
care for the institution as a whole, the systematic review of 
its ideology, goals, policies, procedures and finally the 
systematic correction of its mistakes and reconciliation of 
its members." 
In such a context, evangelisation is understood in a broad and 
comprehensive sense of transformation of human life and 
culture. Consequently school structures, values, procedures and 
curriculum are reviewed as part of the ongoing development of 
Christian Brothers schools. 
The policy statement of the Queensland Catholic Education 
Commission on Self Renewing, Catholic Schools (1986:1) 
includes: 
"A self renewing Catholic School engages in processes and 
procedures by which the school community and others 
continually look closely at the school's purposes and per-
formance. This requires the nurturing of a school climate 
such that will enable positive change and growth to be 
experienced by the school community. 
A self renewing Catholic School by its very nature: 
involves the total school community in such ongoing 
efforts; 
. is better able to provide quality Catholic education; 
. is accountable for its stewardship". (1986:1) 
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The document then states that all Catholic Schools in 
Queensland -
"...will engage in self-renewing processes which reflect 
Gospel values and focus on at least the following distinctive 
characteristics of Catholic schools:" 
1. Community of Faith. 
The Catholic School should be, essentially a community 
of faith, based on belief in God and a Christian way of 
life. The Christian Spirit and values will take precedence 
over all other values. 
2. Religious Atmosphere. 
The religious atmosphere of the school will depend on 
the presence of committed staff, participation by the 
clergy, and on the faith and values of parents and 
students. This faith community will strengthen and 
express itself in worship and prayer. It will give witness 
to Christ by its bonds of concern and its service to those 
in need. It will work in various ways to make the 
students aware of the total human family of mankind 
and to affirm its unity. 
3. Relationships. 
The Catholic School will foster positive human 
relationships among students, staff and others associated 
with the school. It will encourage students to develop a 
sense of social responsibility and self discipline. 
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4. Developmental Goals. 
The Catholic School will strive to develop the total 
person. Gospel values, sound educational theory and 
experience will impact on all decisions concerning the 
purposes, content, teaching, learning experiences, 
evaluation processes and structures which form 
elements of the curricula in Catholic Schools, all of which 
serve to promote the optimum development of students. 
5. Parental Involvement. 
The Catholic School will recognise the decisive role of 
parents as the first and foremost educators of their 
children. This is achieved through the involvement of 
parents in a partnership relationship in the provision of 
education programs designed to aid the family and in 
the development of policy and management of the 
school. 
6. Organisation and Administration. 
Structures in organisation and administration are 
developed in Catholic Schools to support the curriculum, 
give priority to persons and develop healthy 
interpersonal relationships " 
It is clear from this policy and other documents approved by 
the Queensland Catholic Bishops that beyond the specific ethos 
or tradition of the founder of the Christian Brothers, leaders of 
their schools, especially principals, are a sub set of Catholic 
School leaders in general. 
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Leaders within Christian Brothers schools are reminded that: 
"Catholic schools, like any other school, are the products of 
the culture, and surely reflect the values of the culture and 
not the values of the Gospel. If the specific identity of the 
school is the critical transmission of the culture in the light 
of the Gospel, then obviously critical reflection on the school 
itself is imperative. This means a critical reflection on its 
own culture and ideology, its policies and procedures, in the 
light of the Gospel". 
(Leavey, 1984:26.) 
This reflective quality required in the leader, including the 
ability to develop it in others, is discussed later in Chapter Six. 
Finally, Slattery (1989:30) using the work of Chapman (1984, 
1985) concerning the procedures of selection for school 
principals was able to conclude that the following assumptions 
can be made about Catholic Schools, including Christian 
Brothers schools, and the principals of those schools. 
"7. The Catholic school exists mainly to serve the educational 
needs of the Catholic community. As such it has a 
religious dimension and character for which the 
hierarchical authority is ultimately responsible. 
2. As a church educational institution the Catholic school is 
not a completely autonomous agent; consequently the 
individual school and the individual principal are subject 
to certain fundamental ecclesiastical requirements which 
are reflected in the selection and appointment process. 
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3. Since the principal is the leader of the faith community it 
follows that the principal must be committed to the 
Catholic church. 
4. The quality of the religious conviction (of the principal) 
will affect the quality of many aspects of the school life. 
5. The school and its leaders must understand and reflect 
the changes that have occurred in the church since 
Vatican II. 
6. Reflecting the new philosophy of participation proclaimed 
at Vatican II, parents and members of the lay community 
have rights and responsibilities in the educational 
process. 
7. The principal is the leader of the school. Leadership is 
provided by example. Through modelling the goals of 
Catholic education, the principal will lead others to these 
goals. 
8. Administrative competence develops primarily from on-
the-spot experience." 
The literature on leadership in general, educational leadership. 
Catholic school leadership and the specifics of leadership in 
Christian Brothers schools enable the formation of a critical 
conceptualisation about leadership at this stage of the study. 
Table Four highlighted the linkage between essential qualities 
which enabled important competencies to be developed. As 
this study is focussing on leadership in Christian Brothers 
schools, a set of identifiable communities each with their own 
strengths and weaknesses, leadership here is not an abstraction 
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but an ability. It is centred on the empowerment of others 
especially colleagues and students. 
What is clear from the literature is that the values framework 
of the Christian message must be clearly understood if the 
leader is to be effective in this ministry. The model is not one 
of power but of service enabling others to grow and reach their 
potential in the academic, spiritual and social dimensions of 
their lives. The leader in the Christian Brothers school is 
specifically challenged by the ethos of the congregation to be 
especially attentive to this challenge of servant leadership. 
This study now sets out to extend what is known from the 
conceptual analysis of the previous chapter and this chapter's 
review of the literature. However, there is need to first 
propose a suitable methodology which will address the 
identification of the qualities required for future leaders of 
Christian Brothers schools and then ways in which these might 
be developed. Consequently in the next chapter of this study 
there will be a focus on research methodology. 
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CHAPTER FOUR: RESEARCH METHODOLOGY. 
INTRODUCnON: 
In this Chapter the methodological framework of the research 
is examined. An outline of the Delphic probe and its modified 
use to identify the qualities of future leaders in Christian 
Brothers schools in Queensland is presented. 
The second part of the study makes further use of qualitative 
research methods in order to analyse the developmental model 
proposed in Chapter Five of this study. This developmental 
model is then refined after the analysis of the initial stage. 
4.0: In identifying an effective research structure for this 
study, three selection criteria were considered essential. The 
first of these was the need for an accurate planning device 
which would identify the "future" aspects of the study. The 
second was the need to optimise the reflective or philosophical 
abilities of the participants. It was thought that as wide a 
diversity of participants and stakeholders in Catholic and 
especially Christian Brothers school communities should be 
tapped. Consequently the data gathering device required 
needed to be able to effectively gather data from a sample of 
this wide group and to encourage the members of the sample 
to reflect on their own experience of the schools. The third 
was that the research instrument needed to demonstrate a high 
level of efficiency in gathering the data. As well it needed to 
produce some clear results to enable an action plan to be 
formulated so as to deal effectively with the second research 
question in particular, i.e. the policy framework needed to 
ensure that the professional development of potential leaders 
takes place. 
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As the research questions called for the identification of 
qualities of future leaders, it was initially thought that a case 
study research model would be sufficient to satisfactorily 
address the issues raised. Case study methods are related to 
ethnographic models used extensively in education by British 
researchers including Wood (1977) and Hammersley (1980, 
1982) who studied schools and classrooms. Considerations of 
this qualitative research are described by Burgess (1985:2): 
"...,, This term (qualitative research) has been used by 
sociologists such as Filstead (1970), Bogdan and Taylor 
(1975), and Bogdan and Biklen (1982), to refer to a series 
of research strategies: participant observation and indepth 
structured or semi-structured interviews qualitative 
methods, it is argued, allow researchers to get close to the 
data, and provide opportunities for them to derive their 
concepts from the data that are gathered." 
The major difficulty which soon became evident with the case 
study, or field work research model, for the first part of this 
study, was the geographical spread of the ten schools for which 
the qualities of future leaders were being researched. The 
schools are separated by some thousands of kilometres 
throughout the State of Queensland. As well, four of the 
schools have a very large proportion of boarding students 
whose families are spread across the state and in some cases 
interstate and overseas. Hence the difficulty in conducting 
lengthy observations of the parents and other stakeholders in 
such a school was very significant. 
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As a result it was decided that the geographical diversity of the 
intended respondents, including bishops, clergy, teachers. 
Catholic education professionals, parents and members of the 
Congregation of Christian Brothers, was such that a postal 
survey was necessary. As the desired outcome of the study 
was a leadership qualities profile and a plan of action for 
implementation towards this profile, a modified Delphic probe 
was considered the most appropriate instrument to meet the 
three criteria as determined. 
4.1: The Delphic Probe: Origin and Description of the 
Instrument. 
The first published reference to the Delphic Technique 
appeared in an article by Helmer and Rescher (1959:38), in 
which they argued that, as the inexact sciences: 
"...lacked the mathematically formalised explanatory and 
predicting methodologies of the exact sciences, such 
methodologies ought to be developed in order to 
complement the restricted generalisations on which 
explanation and prediction in the inexact sciences are 
based." 
They claimed that it was desirable that such new 
methodologies should be based on expert judgement because of 
the inexplicitness of background information in the inexact 
'sciences'. They claimed that experts had at their 
"...ready disposal a large store of (mostly inarticulated) 
background knowledge and a refined sensitivity to its 
relevance, and that through the intuitive application of this 
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background information, experts were often able to 
produce trustworthy personal probabilities regarding 
hypotheses in (their) area of expertise." (Helmer and 
Rescher, 1959:38) 
As it was first developed, the Delphi Technique was a planning 
device to collect, collate and reach consensus on the judgements 
of an expert group concerning future events. The "experts" 
might simply be concerned people involved in the future 
planning, perhaps of their work place or environment, and 
prepared to devote some time to the three or four rounds of 
the Delphic problem. 
The characteristics of the Delphi Technique have been 
embodied in a set of procedures which, basically, comprise 
three steps incorporated into iterations once the population has 
been established. These can be outlined as follows: 
1. The selection of an appropriately qualified group of 
respondents, preferably volunteers, whose anonymity will 
be guaranteed but who each will be assigned a control 
number by the researcher to facilitate response recording. 
Quite often, as in this study, the initial questionnaire solicits 
responses to open-ended questions. These responses are 
collated into topic sentences for the next round. 
2. In the second round, the respondents are asked to assign a 
priority rating to each of the topic sentences developed 
from Round One. 
3. In the third round, the topic sentences are returned to the 
respondents in the order of the priority assigned in Round 
Two. Respondents are then asked to identify within each 
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sub group the two statements they consider deserve the 
highest priority. According to the research situation, 
respondents may be asked to offer reasons for their priority 
ranking. 
The process may then be continued until there were moves 
towards clear consensus of opinions. O'Brien (1976:5) has 
expressed this point as follows: 
"The rationale underlying the Delphi Technique may be 
seen as being based on the use of expert respondents, the 
anonymity of the respondents, controlled interaction 
between respondents effected by the use of sequential 
questioning and feedback, and the use of statistical 
procedures to aggregate group opinion." 
Criticism of the Instrument. 
The effectiveness of the instrument depended on two basic 
assumptions. First the technique assumes that a group of 
concerned people is in fact sufficiently expert to supply a 
judgement that is more reliable than, say, one more-qualified 
expert; and secondly that this type of controlled group 
interaction is effective in reducing group conformity pressure 
and encouraging a free expression of views. 
This aspect was discussed by Lamb (1979:82) who suggested 
that: 
"The first assumption is central to the essence of the Delphi 
technique, and seems non verifiable from the theoretical 
constructs. If the argument is taken to extremes it 
certainly fails. Consider the opinions of passengers in a jet 
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airliner in relation to the opinions of the pilots. 
Nonetheless, the indication of its effectiveness in non 
extreme situations, where no single highly competent 
expert emerges, is in its successful application to many 
areas of research." 
The use of "collective wisdom" in decision making is based on 
the premise on which the technique as a forecasting device is 
used. Miller (1974:2) stated that: 
"... a group of knowledgeable persons (experts) will be able 
to supply a judgement of higher quality than any one 
individual." 
The second assumption, that the use of anonymous responses 
encourages a free expression of views and reduces group 
pressure towards conformity, seems verifiable in the literature 
concerning group dynamics. Research into this aspect has been 
summarised by O'Brien (1976:6): 
"1. Individuals within groups tend to develop a common 
set in their approach to the problem under discussion, 
and to behave as if they do not want the group to be 
divided. 
2. There is a group pressure to conform which can distort 
individual judgement. 
3. A dominant person, perhaps the most talkative, most 
extrovert or most highly motivated, can control the 
discussion to such as extent that his opinion is 
elevated to the opinion of the majority. 
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4. An individual's participation may be enhanced or 
inhibited by his perception of his own expertise in 
relation to that of other participants. 
5. The presence of a high status person within the group 
may result in a greater concentration being placed o n 
his ideas than on those of other group members, and 
this represents an implied threat to group members. 
6. Group members may be reluctant to abandon publicly 
held opinions, and the desire to win the argument may 
induce such persons to spend much of their time trying 
to win over other group members rather than trying to 
achieve the best solution to the problem." 
Most of these disadvantages can be overcome in the Delphi 
Technique, particularly by ensuring that the respondents are 
aware that their identity is known only to the researcher. The 
efficiency and the economy of the process in gaining 
information is evident from aspects such as: 
1. The anonymity of the respondent is guaranteed. 
2. The researcher is able to control the feedback from 
responses by using structured reply forms. The respondent 
is restricted from resorting to lengthy verbalisations and 
must carefully word his/her replies. These are processed 
and built into the structure of the next round. 
3. The Delphi technique will always produce specific results, 
which, if the rounds have been correctly structured, will 
answer the original research question and arrange 
strategies in priority ranking. 
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All forecasting devices have limitations when one is 
attempting to rank priorities or systematise future action. 
The limitations that have emerged in the use of the Delphi 
Technique include the following criticisms: 
1. The Delphi technique precludes the possibility of 
formulating strategies which would enable a decision to 
flow directly from the completion of the data gathering. 
2. As it is empirically based and relies on gathering data on 
what is known, it eliminates speculative possibilities which 
may be helpful in extending the outlook of the researcher. 
Speculation is terminated at the end of round one and the 
assumption is made that the decision maker is expert at 
analysing the data finally presented. 
3. The technique does not distinguish between judgement and 
guessing or between priority and value statements and 
statements of probability. 
However, careful instructions in each round of the survey 
could eliminate or minimise these weaknesses. The 
technique relies upon the effect iveness of the 
communication between the researcher and the respondent. 
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4.2: The Delphic Probe in Educational Research. 
Educational researchers, with some exceptions, have accepted 
the claims of the advocates of the Delphi Technique. It has 
been used in at least five major areas as noted by Miller 
(1974:4) when he stated: 
"First (Delphi), has been used in studies related to cost 
effectiveness, particularly in cost benefit analysis. A 
second use has been in curriculum and campus planning. A 
third use has been in statewide, college and university 
goals and objective studies. A fourth use has been in 
relation to rating scales, values and other evaluation 
elements. Finally Delphi has been used to identify 
generalised educational goals and objectives for the future." 
Following Miller there has been a range of Australian 
educational studies which have used a variety of modified 
Delphic probes in recent years. They have been significantly in 
the future planning and policy development areas. McCorley's 
(1987) Study School Leadership: New Signs of Hope, is of 
particular value in the conceptualization of the research model 
in this research in identifying the desired qualities of future 
leaders in Christian Brothers schools in Queensland. Lamb's 
(1979) study which focussed on the development of a goal 
statement for a particular Christian Brothers school in 
Queensland also used a modified Delphic probe which has 
directly influenced this research. The further modification 
used by Fidlerton (1988) developed individual consultation 
within the Delphi framework which while not possible in this 
research because of the enormous geographical spread of 
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respondents was useful in devising the qualitative approach in 
this particular research methodology. The next two sections of 
this chapter describe how the methodology was applied. 
4.3: THE APPLICATION OF THE MODMED DELPHIC PROBE IN 
THIS STUDY. 
The sample of respondents used in this study. 
The initial study sample consisted of one hundred and twenty 
three people involved in Catholic education. There were four 
subgroups of participants who were surveyed and these were 
distinguished as follows: 
1. A representative sample of thirty three parents of past or 
present students of the ten Christian Brothers colleges. 
Some of these were members of school advisory boards, 
parents and friends committees or other identifiable 
support groups within the school community, while others 
were selected randomly. 
2. A sample of thirty one teachers employed across the ten 
congregational schools whose names were selected at 
random from lists of teachers who have attended various 
inservice programmes conducted by the Congregation in 
recent years. 
3. A representative group of thirty people involved more 
widely in Catholic education. This group consisted of a 
sample of bishops and priests connected with Catholic 
education as well as a number of professional educationists 
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employed across the various dioceses of the Catholic church 
throughout Queensland. 
4, A sample of twenty nine Christian Brothers across St. 
Francis Xavier Province which includes Queensland and the 
Northern Territory. The brothers sampled included a range 
of current school principals as well as an age cross-section 
from the younger to more senior members of the 
Congregation. Members of the Provincial Council, who are 
the incorporated trustees of the province, were also 
included in the sample. (This group had been intended to 
be thirty but one Brother was unable to participate as he 
had to go overseas between the time of his original 
acceptance and the first round of the Delphi). 
The modified Delphic Technique used in this study. 
Various models of Delphi implementation were considered for 
this research study but it was decided that a two round 
application would enable the research questions to be clarified 
and answered. 
The first round was preceded by a letter to each of the 
respondents from the Provincial of the Congregation. This letter 
invited the selected participants to be part of the study and 
explained the significance of the research to the further 
planning of the Congregation, especially in the education 
apostolate. The letter is included in full as Appendix One. 
The following extracts from the letter are sufficient to identify 
the principles of procedure that were adopted by the research. 
The first section deals with the aims of the research project. 
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In order to assist with identifying the desired qualities of 
future leaders of Christian Brothers schools in Queensland and 
to enable the Congregation to further prepare potential leaders 
of our schools, we are seeking the assistance of some of the 
people with whom we work and some of the people whom we 
seek to serve. We are seeking to survey members of the wider 
Church through the Queensland Bishops and Clergy, school 
communities through parents, teachers, Catholic Education 
personnel as well as a sample of Christian Brothers across the 
province. 
The second extract explained the range of participants: 
The study is seeking to survey slightly in excess of one 
hundred respondents of whom each quarter is a random 
sample from these groups: 
1. Parents of present or past students of Brothers Schools -
some of whom will be members of established groups 
such as Advisory Boards or Parents and Friends 
Committees. 
2. Teachers who work with us in our schools. 
3. Others involved in Catholic education such as the Bishops, 
Clergy and Diocesan Educational personnel. 
4. Christian Brothers throughout this province. 
Within the fortnight following the Provincial's letter of 
invitation, the first round of the survey was issued with a 
covering letter from the researcher and the open ended 
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request to participants to list three essential qualities of future 
leaders of Christian Brothers schools in Queensland. 
The second round of the modified Delphic probe was based on 
the responses from round one. From the three essential 
qualities listed by each respondent, seven section headings 
were identified as follows:-
Section One: Vision 
Section Two: Administrative Competence 
Section Three: Teaching Competence 
Section Four: Commitment to the Catholicity of the School 
Section Five: Personal Faith 
Section Six: Personal Qualities 
Section Seven: Commitment to the charism of Edmund 
Rice (the founder of the Christian Brothers). 
Within each section, respondents were asked to indicate the 
weighting of importance or priority they would give to a 
number of statements which clarified aspects of the quality 
being sought. 
Respondents were then asked on a separate sheet to rank the 
seven section headings into an order of one to seven according 
to the relative importance of each of the seven areas of 
qualities. Respondents were further requested to give a 
supporting reason for their choice of the area of quality which 
they saw as most important and for the area of quality they 
saw as the least important. 
The analysis of these two rounds appears as Section 5.1 of this 
thesis. 
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It was considered appropriate that to test the viability of the 
development model outlined in Section 5.3, workshops would 
be constructed which would seek the critical evaluation of 
members of the various response groups. This was carried out 
at seminars during the first year, referred to as the initial stage 
of the project. 
4.4 CASE STUDY 
In order to analyse the model formulated to provide 
opportunities for current and future leaders to develop the 
qualities identified by the Delphic probe, a case study approach 
was used. The case study approach, as described below, 
recognizes the value of qualitative research which has as its 
basis, the interaction between the researcher and the 
participants. In this study, the particular method could be 
called naturalistic observation which is a form of case study. 
This research method has been described by Burgess (1985:2) 
as follows: 
"... the style of research that has been used relies on an 
observational approach involving a relationship between 
the researcher and those who are being researched. This 
type of research is known as fieldwork, ethnography, case 
study, qualitative research, interpretative procedures and 
field research." 
This methodology is based in anthropological techniques in 
educational and in psychological studies. While it is only in 
recent times that this group of techniques in educational 
research have gained creditability, there has been significant 
discussion of the advantages of this type of research in the 
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literature. An example is provided by Wilson (1977:253) who 
summarised the two sets of hypotheses underlying the 
rationale for participant observation research. 
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"(a) Human behaviour is complexly influenced by the 
context in which it occurs. Any research plan which takes 
the actors out of the naturalistic setting may negate those 
forces and hence obscure its own understanding, 
(b) Human behaviour often has more meaning than its 
observable 'facts'. A researcher seeking to understand 
behaviour must find ways to learn the manifest and latent 
meanings for the participants, and must also understand 
the behaviour from the objective outside perspective." 
Within this contextual framework, ethnographic or participant 
observation research, makes use of a range of data beyond that 
which can be easily quantified. Some examples of the type of 
data used include verbal and written responses to survey 
instruments and group observations as part of the reflective 
process. As well the data gathering can relate to the non-
verbal behaviour of participants as well as evidence from 
patterns of action and non action. Wilson (1977:256) 
summarised the central issue by saying:-
"The essential tasks for the anthropological researcher are 
learning what data will be necessary to answer his 
questions and getting access to that information." 
From this perspective emerges the basis of the case study 
approach which Adelman et al (1976:2) described as an 
umbrella term for: 
"a family of research methods having in common the 
decision to focus an enquiry around an instance." 
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In this study the specific instance was to be the process of the 
initial stage of the developmental model which was based in 
the conceptual framework derived from the qualities identified 
from the modified Delphic probe. The literature on leadership 
development stresses the need for creating settings and 
opportunities for personal growth. The analysis of these 
settings is not able to be done in the traditional scientific 
empirical model. This is further reinforced by the nature of 
the attributes identified as necessary in future leaders of 
Christian Brothers schools in Queensland such as personal faith, 
personal qualities and vision. 
The use of the conferencing process including participant 
responses, workshop evaluations and questionnaires as well as 
the observations and interactions of the presenting team 
members ensured an eclectic approach to the study. As the 
processes of the initial stage were developed, they were 
trialled and discussed with the participants. This use of the 
qualitative approach is consistent with the use of the Delphi in 
identifying the desired qualities of future leaders. 
The advantage of using naturalistic observation to evaluate the 
processes of the initial stage was largely based in the 
interactive nature of the procedures. Participants were 
available for the conferencing process and, as outlined in the 
next chapter, participated enthusiastically. As leadership 
development was proposed as an interactive process it was 
perceived that by having the participants reflect on their 
experiences of the initial stage this would provide them with 
the opportunity to consider how the various aspects of the 
conferencing process were helpful to them in their work as 
well as providing evaluative data to improve the conceptual 
model. 
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This reflective process was to prove particularly valuable as 
participants renewed their relationship with the researcher 
and as outlined in chapter six of this study were able to suggest 
significant improvements to the initial stage as they had 
experienced it. 
This case study relied on techniques of naturalistic observation 
as being most effective in assessing the impact of the initial 
stage in one school community whose personnel had been very 
involved over the twelve month period. The participants from 
this school who had attended either of the four day 
conferences in the initial stage were asked if they were able to 
contract an hour of their time to interact with the researcher in 
a structured interview which would be recorded and the 
transcript returned to them for their consideration. It was 
further explained that they would then be asked whether they 
considered the transcript to be a fair, accurate and reasonable 
account of their responses to the structured questions. Further, 
they were to be asked as to whether they would like to add 
any other information which they may have considered in the 
two week period since the first interview took place. 
In seeking the initial permission for the research to be 
undertaken, it was made clear to each potential interviewee 
that the purpose of the case study was twofold. First, it was 
intended to provide for each of the participants a structured 
opportunity to reflect back on the relevant conference and 
therefore provide some opportunity to follow up some of the 
issues that the conference had raised for them initially; seen to 
be of intrinsic value as there had been a clear request from 
each of the conferences that participants have some 
opportunity to interact about the experience and its impact 
with one of the presenting team at a later date. As the 
researcher was clearly in that category, there was already a 
relationship established which would assist in setting a 
conversational and easy mode to the interviews. 
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Secondly, it was made clear to each of the potential 
interviewees that by assisting formally in this research, they 
would not only help assure its validity but would also be 
assisting in improving the quality of the overall leadership 
programme being developed. It was explained that the 
interviewer would be using a set of structured key questions in 
five focus areas and that there would be a series of support 
questions to assist the discussion. 
Each of the participants agreed to be involved in the process 
and with the permission of the principal of that particular 
school, the interviews were conducted at the school during 
time which the school made available. In order to assist with 
the consistency of the process, the interviews were conducted 
during the course of the one week with sixty minutes the 
contracted time for each one. 
It was decided that five focus areas based on the essential 
qualities identified in the Delphic probe earlier in this research, 
would enable the case study to complement the earlier 
participant response evaluations described in section 5.4 in 
ensuring validity in the overall evaluation. Consequently the 
interviews were focussed on the development of four of the 
essential qualities previously identified with one additional 
key focus being the actual initiatives of the initial stage. 
The four prime focus areas selected to be central to the 
discussions were: 
1: Personal Faith. 
2: Vision. 
3: Commitment to Catholicity of the school. 
4: Commitment to the charism of Edmund Rice. 
Of the seven key areas which the Delphic probe had identified 
as being the most desirable in future leaders of Christian 
Brothers schools in Queensland, these four characteristics had 
been rated as first, third, fourth and fifth in the final priority 
122 
order established by that research. The area of personal 
qualities had been ranked second by the respondents but it 
was not considered to be sufficiently specific to be focussed in 
the case study. The sixth and seventh ranked qualities of 
adminis t ra t ive competence and teaching competence 
respectively were not considered to be of sufficient priority to 
have been addressed specifically in the initial stage 
procedures. 
As a result of these considerations the fifth focus area to be 
addressed in the interviews was the leadership development 
process with specific emphasis being placed on the role of the 
four day conference within the initial stage as it has been 
previously outlined. The key questions and the support 
questions used in each of the interviews were generated as 
follows and they are included in the text to assist with the 
understanding of the formulation of the developmental 
framework in the next chapter. 
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Focus One: Personal Faith 
Kev Ouestion: How did the conference help you grow in 
personal faith? 
Support Ouestions: 
1. Can you recall and describe one event when you knew the 
conference helped you to grow in personal faith? 
Perhaps a particular input session. 
Perhaps one of the prayer times. 
Perhaps one of the group discussion times after an 
input. 
Perhaps some other time while at Xavier. 
2. Describe any ongoing aspects or new initiatives in your 
personal spirituality for which you think COSPIBS was the 
catalyst. 
Perhaps some image you had not had previously. 
Perhaps some other aspect. 
3. What parts of the conference would you change to better 
assist participants in developing their personal faith? 
Pre-conference information. 
Liturgies. 
Discussion times. 
Group interaction. 
Conference follow-up. 
Other aspects. 
Focus Two: Vision 
Kev Ouestion: How did your idea or vision of leadership change 
as a consequence of attending the conference? 
124 
Support Ouestions: 
1. What was the vision of leadership you were aware of in 
your school before the conference? 
In decision making. 
In the general direction of the school. 
In your particular area of responsibility. 
2. How has your own vision of leadership been influenced by 
this conference? 
By the conference inputs. Any in particular. 
By the group discussions. 
By the various other activities. 
By meeting members of the Province leadership team. 
By any other aspects of your time at Xavier. 
3. Could you suggest ways in which vision can be more widely 
developed among: 
Teachers 
Parents 
Support Staff 
Students. 
Focus Three: Catholicity of the School 
Kev Ouestion: How did your participation in the conference 
influence your commitment to the Catholicity of 
your school? 
Support Ouestions: 
1. What do you understand by Catholicity in your school? 
2. How have you been able to integrate this dimension into 
your activities as a school leader? 
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Could you be specific such as in: 
Decision making. 
Pastoral Care approaches: . s tudents , 
staff. 
Dealing with teachers. 
Parent expectations. 
3. Are there school policy areas which you would consider 
need further development or change specifically with 
regard to the catholicity of your school? 
What about some specific areas such as: 
Enrolment. 
Staffing. 
Subject organization. 
Sporting policy. 
Focus Four: Commitment to the Charism of Edmund 
Rice 
Kev Ouestion: How did this conference help you to learn more 
about Edmund Rice? 
Support Ouestions: 
1. How are the special characteristics or charism of Edmund 
Rice evident in your school? 
Decision making. 
Care of the individual. 
Planning, 
2. What of these special characteristics would you like to 
develop further in your school? 
Staff. 
Students. 
Parents . 
Wider community. 
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3. In thinking about the characteristics of your school, how can 
it better become an Edmund Rice school? 
Fee structure. 
Boarding enrolments. 
"Option for the poor". 
Whether there are Brothers in the school or not. 
Focus Five: Leadership Development Process 
Kev Ouestion: This conference is part of a trial initial stage to 
help the development of future leaders in 
Christian Brothers schools. Please describe how 
it helped your development as a leader? 
Support Ouestions: 
1. How would you improve this conference to better assist 
leadership development better? 
For you. 
For other staff. 
For parents/wider community members. 
2. How would you improve the overall initial stage of the 
leadership development process? 
For you. 
For other staff. 
For parents/wider community members. 
3. How do we involve more key people in the process so as to 
ensure effective Christian Brothers Schools in the future? 
Staff. 
Students. 
Parents . 
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4. What general comments would you like to make about this 
initiative so far? 
Good things. 
Concerns. 
Recommendations. 
The confirmed transcripts of a parsimonious sample of the 
interviews conducted form Appendix Eight of this study. 
The interpretation of the discussions form the basis of 
section 6.2 of this study which focusses on the analysis of 
the procedures and findings of the initial stage. In the next 
chapter the data gathering process using the modified 
Delphic probe is outlined as the basis of the proposed 
developmental framework for the initial stage of the 
project. 
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CHAPTER FIVE: THE FORMULATION OF THE 
DEVELOPMENTAL FRAMEWORK BASED ON THE 
IDENTIFIED LEADERSHIP QUALITIES. 
INTRODUCTION: 
The five sections of this Chapter concentrate initially on using 
the modified, two round Delphic probe outlined in chapter four 
to identify the qualities sought in future leaders of Queensland 
Christian Brothers Schools. After these qualities are identified 
the proposed developmental framework is outlined and the 
initial stage of the implementation of this model is briefly 
recorded. 
The sections of the Chapter are consequently organized as 
follows: 
5.1: The application of the research model to identify the 
qualities of future leaders in Queensland Christian 
Brothers Schools. 
5.2: The identified qualities of future leaders of Queensland 
Christian Brothers schools. 
5.3: The suggested process for developing the identified 
qualities of future leaders of Queensland Christian 
Brothers schools. 
5.4: Outline of the procedures of the initial stage of the 
implementation of the developmental process. 
129 
As outlined in Chapter Four, a modified Delphic Probe with two 
rounds was designed to identify the qualities of future leaders. 
Following the introductory letter from the Provincial (outlined 
in Section 4:3) each respondent received a covering letter from 
the researcher as well as a stamped addressed return envelope. 
The full text of the letter appears as Appendix 1.2, however, 
there are two important points which are significant at this 
stage. First, the four respondent groups were identified: 
1. Catholic Education Office professionals and the clergy 
from across each of the five dioceses in Queensland. Two 
Bishops were included in the sample. 
2. Christian Brothers from across Queensland and the 
Northern Territory. 
3. Teachers in the ten Christian Brothers order owned 
schools in Queensland who were not Christian Brothers. 
4. Parents of present or past students from the ten order 
owned schools. 
Second, the participants were asked to answer the key question 
by simply listing their response to this statement. 
Four of the qualities I consider essential in future leaders 
of Christian Brothers Schools in Queensland would be. 
The respondents were told there was no need to list the 
qualities in order of preference. The response rate by the due 
date for each of the groups was as follows: 
TABLE NO. FIVE: ROUND ONE RESPONSE RATE. 
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Group No. Distributed No. Returned Return Rate 
ONE 
TWO 
THREE 
FOUR 
30 
29 
31 
33 
29 
27 
28 
31 
96.6% 
93.3% 
90.3% 
93.9% 
TOTALS 123 1 15 93.53% 
It was considered that this very high response rate, an overall 
average 93.53%, was as a result of enthusiasm generated from 
the Provincial's letter and from the genuine interest that the 
members of the four target groups had in the project. 
The results of round one were then collated into the seven 
section headings and within each section the "should 
statements" generated from the first round were assembled. 
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The complete instrument appears as part of Appendix 1.3 The 
seven section headings identified are given as Table Six. 
TABLE NO. SIX: LEADERSHIP QUALITIES IDENTIFIED 
FROM ROUND ONE. 
SECTION ONE: VISION 
SECTION TWO: ADMINISTRATIVE COMPETENCE 
SECTION THREE: TEACHING COMPETENCE 
SECTION FOUR: COMMITMENT TO THE CATHOLICITY OF THE 
SCHOOL 
SECTION nVE: PERSONAL FAITH 
SECTION SIX; PERSONAL QUALITIES 
SECTION SEVEN: COMMITMENT TO THE CHARISM OF EDMUND 
RICE 
In the second round instrument (Appendix One), within each 
section of Part A, respondents gave a priority weighting on a 
scale of one (low priority) to five (high priority). 
Secondly in Part B, on a separate coloured sheet, respondents 
were asked to rank the seven section headings from seven for 
the most important section down to one for the section which 
was considered of least importance. Supporting reasons were 
asked for the areas of highest and lowest importance. 
The response rate for each of the groups for round one is 
indicated in Table Seven. As four respondents from round one, 
three teachers and one parent, were not available for Round 
Two, the total sample of respondents shrank from 123 to 119. 
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TABLE NO. SEVEN: ROUND TWO - RESPONSE RATES 
Group No. Distributed No. Returned Return Rate 
2 6 86.6% 
2 6 89.6% 
22 78.5% 
25 78.1% 
TOTALS 119 99 83.19% 
ONE 
TWO 
THREE 
FOUR 
30 
29 
28 
32 
In all cases respondents returned both Part A and Part B of 
Round Two. 
The researcher considered that the slightly lower overall 
response rate was due to the length of the survey form, 
especially in Part A, and the somewhat busier time of term 
when teachers, particularly, were completing the survey. 
However, it was considered that the overall average response 
rate of 83.19% was highly satisfactory and consistent with the 
response rates in previous studies using the modified Delphic 
probe as described by Miller (1974). 
The results of the second round of the survey are outlined in 
the next section. 
Following Round Two, brief letters were sent to each of the 
respondents thanking them for their involvement and 
providing a short outline of the survey process. 
This information appears as Appendix No. Five. 
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5.2 THE IDENTIFIED QUALITIES OF FUTURE LEADERS OF 
CHRISTL^N BROTHERS SCHOOLS IN QUEENSLAND 
This section first outlines the results of the prioritization of 
leadership qualities from each of the four groups of 
respondents. 
These results are then collated on the basis of each group being 
weighted equally. Finally the key descriptors of each of the 
seven qualities are identified in order to help frame the 
suggested process for leadership development in the next 
section of the study. 
ANALYSIS OF PART B RESPONSES: ROUND TWO. 
Respondents were requested as follows: 
"Would you please rank the seven section headings into an 
order of one to seven according to the relative importance of 
each of these areas of qualities? Please rank most important 
with a 7 down to a 1 for the least important." 
The responses were collated according to the groupings of 
respondents. The full collation appears as part of Appendix 
Two. The summary of those tables is as follows:-
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TABLE NO. EIGHT: ROUND TWO - RESPONDENT GROUP 
ONE. 
Group One which consisted of clergy and Catholic Education 
Office personnel ranked the priority of the seven areas of 
quality in this order: 
GROUP ONE: (CLERGY & CATHOLIC EDUCATION OFHCE PERSONNEL) 
RANKING: SECTION HEADING: 
ONE 
TWO 
THREE 
FOUR 
FIVE 
SIX 
SEVEN 
VISION 
COMMITMENT TO THE CATHOLICITY OF THE SCHOOL 
PERSONAL FAITH 
PERSONAL QUALITIES 
ADMINISTRATIVE COMPETENCE 
COMMITMENT TO THE CHARISM OF EDMUND RICE 
TEACHING COMPETENCE 
TABLE NO. NINE: ROUND TWO - RESPONDENT GROUP 
TWO. 
The Christian Brothers group of respondents ranked the 
priority of the seven areas of quality in this order: 
GROUP TWO: 
RANKING: 
(CHRISTIAN BROTHERS) 
SECTION HEADING; 
ONE 
TWO 
THREE 
FOUR 
FIVE 
SIX 
SEVEN 
PERSONAL FAITH 
VISION 
COMMITMENT TO THE CATHOLICITY OF THE SCHOOL 
PERSONAL QUALITIES 
COMMITMENT TO THE CHARISM OF EDMUND RICE 
ADMINISTRATIVE COMPETENCE 
TEACmNG COMPETENCE 
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TABLE NO. TEN: ROUND TWO - RESPONDENT GROUP 
THREE. 
The sample group of teachers working in Christian Brothers 
schools ranked the priority of the seven areas of quality in this 
order; 
GROUP THREE; 
RANKING: 
TWO 
THREE 
FOUR 
FIVE 
SIX 
SEVEN 
(PARENTS OF CHRISTIAN BROTHERS SCHOOLS) 
SECTION HEADING; 
PERSONAL QUALITIES 
PERSONAL FAITH 
ADMINISTRATIVE COMPETENCE 
VISION 
COMMITMENT TO THE CHARISM OF EDMUND RICE 
COMMITMENT TO THE CATHOLICITY OF THE 
SCHOOL 
TEACmNG COMPETENCE 
TABLE NO. ELEVEN: ROUND TWO - RESPONDENT GROUP 
FOUR. 
The respondent group of parents of children attending 
Christian Brothers schools ranked the priority of the seven 
areas of quality in this order; 
GROUPFOUR: 
RANKING: 
ONE 
TWO 
THREE 
FOUR 
SECTION HEADING: 
PERSONAL FAITH 
ADMINISTRATIVE COMPETENCE 
PERSONAL QUALITIES 
COMMITMENT TO THE CATHOLICITY OF THE 
SCHOOL 
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FIVE 
SIX 
SEVEN 
COMMITMENT TO THE CHARISM OF EDMUND RICE 
VISION 
TEACHING COMPETENCE 
In order to obtain the overall priority in ranked order across 
the total sample of respondents, the priority of each leadership 
quality was ranked as it had been determined by each of the 
four groups.The level of importance assigned is indicated by 
the sum of the four numbers across the table. Each number 
represents the priority ranking on the identified quality from 
each of the four respondent groups. 
TABLE NO. TWELVE: Composite Priority Ranking of 
items from each group. 
ITEM GROUP GROUP GROUP GROUP TOTAL 
ONE TWO THREE FOUR 
Administrative Competence 
Commitment to the Catholicity 
of the School 
Commitment to the Charism of 
Edmund Rice 
Personal Faith 
Personal Qualities 
Teaching Competence 
Vision 
5 
2 
6 
1 
4 
7 
1 
6 
3 
5 
t 
4 
7 
2 
3 
6 
5 
1 
1 
7 
4 
2 
4 
5 
1 
3 
7 
6 
16 
15 
21 
7 
12 
28 
13 
As the lowest total indicates the highest level of importance the 
priority order across the total sample emerges as follows: 
TABLE NO. THIRTEEN: OVERALL WEIGHTING ACROSS 
THE TOTAL SAMPLE 
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RANK; SECTION HEADING: 
FIRST 
SECOND 
THIRD 
FOURTH 
FIFTH 
SIXTH 
SEVENTH 
(7) 
(12) 
(13) 
(15) 
(16) 
(21) 
(28) 
Personal Faith 
Personal Qualities 
Vision 
Commitment to the Catholicity of the 
school 
Administrative Competence 
Commitment to the charism of 
Edmund Rice 
Teaching Competence. 
Before identifying the various key descriptors for each of the 
seven qualities identified, there are some significant 
interpretations of the responses which deserve consideration. 
The first of these is that the highest overall priority of personal 
faith was given the primal importance by the two groups of 
respondents actually working day to day in the schools, the 
Brothers and the teachers who work with them. While the 
parents ranked personal qualities ahead of personal faith, the 
clergy and Catholic education professionals (Group One) ranked 
vision and commitment to the Catholicity of the school ahead of 
personal faith. I believe that this apparent dichotomy is more 
apparent than real in the sense that the qualities of vision and 
commitment to Catholicity in the school must be strongly based 
in the personal faith of the leader. This is consistent with the 
various qualities of leadership in general as outlined in the 
literature review in Chapter Three and particularly the 
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approach to leadership in the Catholic School from the various 
Church documents considered. 
A second important observation is that the competencies 
derived from qualities model as summarized in Table Three is 
strongly supported by the integration of the various qualities 
identified as the four most important across the groups: 
Personal faith; Personal qualities; Vision and Commitment to 
the Catholicity of the School. The qualities identified are not 
intended to be entirely discrete or separately sustainable. Each 
quality is integrated into the whole and one is nurtured from 
the other. 
However, in order to focus the leadership developmental 
framework to be trialled as part of the initial stage, each of the 
individual descriptors which were given priority within the 
seven areas of quality need consideration. By asking each of 
the respondents to prioritize the various descriptors, which had 
been generated by the respondents in round one, it is possible 
to construct a better interpretation of what was meant by the 
rather overlapping key quality areas as they were rank 
ordered here. 
In each case there is given first the overall priority in ranked 
order determined by the equal weighting of the four 
respondent groups' first five qualities in the particular section. 
The seven essential qualities identified by the four respondent 
groups are dealt with in turn beginning with the quality of 
personal faith which was seen to be the highest priority. The 
descriptors identified by the various groups which need to 
receive high priority are listed and briefly commented on in 
this next section of the study. 
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As indicated, the most essential quality identified across the 
four groups was that of personal faith. There were fourteen 
descriptors of personal faith which were generated by the 
respondents in the first round of the Delphic Probe. These 
were listed in the second round instrument this way. 
SECTION HVE: PERSONAL FAITH 
Leaders should 
1. Have a personal lifestyle compatible with gospel values. 
2. Believe in the reception of the Eucharist as the source 
and summit of personal faith. 
3. Be a person of prayer. 
4. Be active in the pastoral initiatives of the local Church. 
5. Be at home with the spirit of the modern Church as the 
people of God. 
6. Demonstrate a balanced Christian spirituality. 
7. Be involved in ongoing personal faith development. 
8. Demonstrate a total but well balanced commitment to the 
practice of the Catholic faith. 
9. Possess a vision of church which will stress spiritual 
leadership. 
10. Be able to share a deep spirituality convincingly with 
teachers, students and parents. 
11. Be committed to working for kingdom values. 
12. Be committed to evangelisation. 
13. Have a practical faith from which spiritual energy and 
direction emerge. 
14. Have Christian ideals. 
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In Table Fourteen the way each of the groups ranked the 
statements of the top five of these descriptors are listed: 
TABLE NO. FOURTEEN: ROUND TWO - RESULTS 
SECTION HEADING: PERSONAL FAITH 
RANK 
FIRST: 
SECOND; 
THIRD: 
FOURTH; 
FIFTH: 
GROUP 
ONE 
1 
2, 3, 14 
12 
GROUP 
TWO 
1 
3 
8 
6, 7, 12, 14 
GROUP 
THREE 
14 
1 
6 
8 
13 
GROUP 
FOUR 
14 
8 
1, 13 
6 
OVERALL RANK ORDER: 1, 14, 8, 3, 6, 4 + 13, 7, 12 
In the formulation for the leadership development framework, 
the descriptors of personal faith which needed to receive the 
most attention were the four which received the highest 
priority overall. These descriptors were that the leader should; 
(i) have a personal life style compatible with gospel values; 
(ii) have Christian ideals; 
(iii) demonstrate a total but well balanced commitment to the 
practice of the Catholic faith; and 
(iv) be a person of prayer. 
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SECTION SIX iPERSONAL OUALITIES 
As indicated, the second essential quality identified across the 
four groups was that of personal qualities. There were twenty-
six descriptors of personal qualities which were generated by 
the respondents in the first round of the Delphic Probe. These 
were listed in the second round instrument this way. 
The leader should; 
1. Be able to foster quality relationships as a healer, 
reconciler and team builder. 
2. Demonstrate a caring disposition that encourages self-
esteem. 
3. Have good listening skills. 
4. Be able to delegate and to encourage initiatives among 
parents, staff and students. 
5. Have a depth and strength of character which enables 
others to challenge on issues in a positive way. 
6. Be a presence which enables ministry to others to take 
place. 
7. Have a strong sense of leadership which utilises the 
diverse talents of teaching staff and the whole staff 
community. 
8- Be a person committed to justice. 
9. Have a high capacity to be involved with people on all 
levels: authorities, students, past students, parents, staff 
and the public generally. 
10. Have a well developed sense of humour. 
11. Be a compassionate person. 
12. Be courageous. 
13. Be flexible. 
14. Be sincere. 
15. Be durable. 
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16. Have good self esteem. 
17. Have genuine interest in the students, their welfare and 
overall development. 
18. Be strict but fair with students. 
19. Be able to challenge and to deal with conflict positively. 
20. Be compassionate in responding to the genuine needs of 
the school community and not just hope someone else 
will look after them. 
2 1 . Have good communication skills. 
22. Be able to inspire loyalty and to give loyalty to the whole 
school community. 
23 . Have sound judgement which may lead to wise decisions. 
24. Have an ability to be 'with' people where they are: 
parents, staff, priests, etc. 
25. Have a love of children and teaching. 
26. Be a supportive/inspirer of staff - a "thank you" person. 
Table Fifteen lists the way each of the groups ranked the top 
five of these statements. 
TABLE NO. FIFTEEN: ROUND TWO - RESULTS 
SECTION HEADING: PERSONAL QUALITIES 
RANK 
FIRST; 
SECOND; 
THIRD; 
FOURTH: 
FIFTH: 
GROUP 
ONE 
3 
17 
14 
21 
25, 7 
GROUP 
TWO 
4, 8 
17 
3 
25 
GROUP 
THREE 
25 
17, 14 
8, 16 
GROUP 
FOUR 
8, 17, 25 
7 
3, 4 
OVERALL RANK ORDER: 17, 8 + 25, 3, 4, 7, 16 + 21 
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Consequently in the formulation of the leadership development 
framework, the descriptors of personal qualities which needed 
to receive the most attention were the three which received 
the highest priority overall. These descriptors were that the 
leader should; 
(i) have genuine interest in the students, their welfare and 
overall development; 
(ii) be a person committed to justice and have a love of 
children and teaching; 
(iii) have good listening skills; and 
(iv) be able to delegate and to encourage initiatives among 
parents, staff and students. 
VISION 
As indicated, the third essential quality identified across the 
four groups was that of Vision. There were twelve descriptors 
of vision which were generated by the respondents in the first 
round of the Delphic Probe. These were listed in the second 
round instrument this way. 
The leader should: 
1. Be able to see what might be and lead towards it - a 
personal vision. 
2. Have a vision of excellence in academic and sporting 
mat ters . 
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3 . Have a vision which will encourage others to develop 
their own potential as people. 
4. Be able to encourage a world view which encourages 
understanding of the interdependence of peoples. 
5. Have a vision of the wider role of the Catholic school such 
as in the post school apostolate. 
6. Have an awareness of the changing nature of society and 
the consequent need for the school to be dynamic. 
7. Have the ability to share vision with others and to 
energise the school as a result. 
8. Have a practical and realistic vision of the role of the 
individual school in society. 
9. Be a prophetic person able to lead teachers in renewal 
and re-education for specific Catholic teaching. 
10. Be prepared to demonstrate openness to change and to 
risk. 
11. Share a 'total' vision for Catholic education, embracing 
primary and secondary, systemic and non-systemic 
needs and problems. 
12. Have a vision of, and practical respect for family life, 
with all its demands. 
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Table Sixteen lists the way each of the groups ranked the top 
five of these statements. 
TABLE NO. SIXTEEN: SECTION HEADING: VISION 
RANK 
HRST: 
SECOND: 
THIRD: 
FOURTH: 
FIFTH; 
GROUP 
ONE 
7 
9 
12 
3 
1 
GROUP 
TWO 
s 
1 
9 
10 
5, 12 
GROUP 
THREE 
wm 
1, 3, 10 
12 
GROUP 
FOUR 
3 
12 
1 
9 
7 
OVERALL RANK ORDER; 3, 1, 7, 9 + 12, 10, 4 
As a result, in the formulation of the leadership development 
framework, the descriptors of vision which needed to receive 
the most attention were the three highest priorities the groups 
gave. These descriptors were that the leader should: 
(i) have a vision which will encourage others to develop 
their own potential as people; 
(ii) be able to see what might be and lead towards it - a 
personal vision; and 
(iii) have a vision which will encourage others to develop 
their own potential as people. 
COMMITMENT TO THE CATHOLICITY OF THE SCHOOL 
As indicated, the fourth essential quality identified across the 
four groups was that of Commitment to the Catholicity of the 
School. There were fourteen descriptors here which were 
generated by the respondents in the first round of the Delphic 
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Probe. These were listed in the second round instrument this 
way. 
The leader should; 
1. Demonstrate a commitment to justice throughout the 
operation of the school. 
2. Be committed to the servant model of leadership 
throughout the school community. 
3. Understand and implement the social teachings of the 
church in the total curriculum of the school. 
4. Be an effective teacher and communicator of Religious 
Education. 
5. Be committed to building a school community based on 
Gospel values. 
6. Understand the theological foundation of the ministry of 
Catholic education within the post Vatican II Church. 
7. Demonstrate an enthusiastic commitment to the existence 
of Catholic schools in the evangelising mission of the 
Church. 
8. Be knowledgeable of the implications of the preferential 
option for the poor in the Catholic school. 
9. Be committed to the Vatican II sense of collegiality and 
subsidiarity in decision making. 
10. Be concerned about building and maintaining a positive 
partnership with parents in the education of their 
children. 
11. Demonstrate a commitment to the integration of faith 
and life in the school context. 
12. See the church as a discipleship of equals and to learn to 
work with women as partners. 
13. Have an ability to make the school part of the 
community, and for the community to 'own' the school. 
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14. Be one who unashamedly lets it be known to the public 
what the school is trying to achieve. 
Table Seventeen lists the way each of the groups ranked the 
top five of these descriptors. 
TABLE NO. SEVENTEEN: ROUND TWO 
SECTION HEADING: COMMITMENT TO THE CATHOLICITY 
OF THE SCHOOL 
RANK 
HRST: 
SECOND: 
THIRD; 
FOURTH: 
FIFTH: 
GROUP 
ONE 
5 
1 1 
10 
7 
1, 9 
GROUP 
TWO 
1 
5 
3 
8 
2, 10, 11 
GROUP 
THREE 
1 
5 
14 
1 1 
4 
GROUP 
FOUR 
5 
1 1 
10 
7, 3 
OVERALL RANK ORDER: 5, 1 + 11, 10, 3, 7, 14, 8, 2 + 4 + 9 
Consequently, these descriptors which needed to receive the 
most attention in the formulation of the leadership 
development framework were the three highest priorities 
indicated. These were that the leader should; 
(i) be committed to building a school community based on 
Gospel values; 
(ii) demonstrate a commitment to justice through the 
operation of the school; and 
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(iii) demonstrate a commitment to the integration of faith 
and life in the school context. 
ADMINISTRATIVE COMPETENCE 
As indicated, the fifth essential quality identified across the 
four groups was that of Administrative Competence. There 
were twenty descriptors here which were generated by the 
respondents in the first round of the Delphic Probe. These 
were listed in the second round instrument this way. 
The leader should: 
1, Demonstrate sound organisational skills suited to a 
modern day education institution. 
2, Be dependable and reliable in decision making. 
3, Be formally qualified in educational administration. 
4, Be committed to participative decision making. 
5* See parent involvement as essential in the educational 
process. 
6. Be committed to excellence in learning. 
7. Demonstrate a professional involvement in sound 
educational thinking. 
8. Be capable of making and taking difficult decisions. 
9. Be able to select high quality members of staff. 
10. Be comfortable with the ethical and moral dimensions of 
administrative decision making. 
11. Be able to take initiatives. 
12. Be able to get results. 
13. Understand the need for balance in the total curriculum 
of the institution. 
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14. Be able to make decisions based on primarily on the well 
being of the students. 
15. Have an ability to work with teachers - to be open and 
yet lead by example. 
16. Have an ability to work with the appropriate people to 
develop policies, practices, procedures, celebrations, 
rewards, remands etc. in accordance with the vision of 
the school. 
17. Have skill in recognising and developing the gifts of those 
being led. 
18. Have the ability to understand and appreciate the needs 
of a diverse community. 
19. Have a personal commitment to each staff member, 
accepting weaknesses as well as obvious talents. 
20. An ability to prepare for the future in terms of planning 
for buildings, land and physical plant. 
Table Eighteen lists the way each of the groups ranked the first 
five of these descriptors. 
TABLE NO. EIGHTEEN: ROUND TWO 
SECTION HEADING: ADMINISTRATIVE COMPETENCE 
RANK 
HRST: 
SECOND: 
THIRD; 
FOURTH: 
FIFTH: 
GROUP 
ONE 
15 
8 
16, 17 
4 
GROUP 
TWO 
1 6 
15 
8 
9, 5 
GROUP 
THREE 
8 
2 
9, 16 
15 
GROUP 
FOUR 
15, 2 
1 
8 
9 
OVERALL RANK ORDER: 15, 8, 16, 2, 9, 1 + 17 
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The three most highly rated descriptors were the ones which 
needed to receive the greatest attention in the formulation of 
the leadership development model. These were that the leader 
should; 
(i) have an ability to work with teachers - to be open and 
yet lead by example; 
(ii) be capable of making and taking difficult decisions; and 
(iii) have an ability to work with the appropriate people to 
develop policies, practices, procedures, celebrations, 
rewards, remands, etc. in accordance with the vision of 
the school. 
COMMITMENT TO THE *CHARISM OF EDMUND RICE 
*Charism = special or identifiable characteristic ' 
As indicated, the sixth essential quality identified across the 
four groups was that of Commitment to the Charism of Edmund 
Rice. There were fourteen descriptors in this section which 
were generated by the respondents in the first round of the 
Delphic Probe. These were listed in the second round 
instrument this way. 
The leader should: 
L Be imbued with the charism of Edmund Rice and able to 
model this charism to others. 
2. Have the ability to convey to staff the Christian Brothers' 
ethos so they can reflect it in school life. 
3. Have a sense of the vision and mission of Edmund Rice. 
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4. Demonstrate a particular concern for those who are poor, 
either materially, or in other ways. 
5. If at all possible, be a Christian Brother. 
6. Have an awareness of the particular culture and history 
of the individual school. 
7. Have a real appreciation for the value and role of 
religious life in education. 
8. Have a clear understanding of the qualities expected in a 
graduate from a Christian Brothers College. 
9. Demonstrate a sense of the history and heritage of the 
Christian Brothers Congregation. 
10. Be an ambassador for the Christian Brothers making each 
school an Edmund Rice College. 
11. Be committed to the charter siven the Christian Brothers 
by the Church - especially in education. 
12. Be willing to become involved in the ongoing training of 
leaders in Christian Brothers schools. 
13. Continue to seek out the marginalised in the school, and 
to take positive steps to help them. 
14. Have a Jesus/Edmund Rice vision with a feeling for the 
past spirit of the Christian Brothers, but open to new 
styles of operation. 
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Table Nineteen lists the way each of the groups ranked the first 
five of these descriptors. 
TABLE NO. NINETEEN: ROUND TWO 
SECTION HEADING: COMMITMENT TO THE CHARISM OF 
EDMUND RICE 
RANK 
HRST: 
SECOND: 
THIRD: 
FOURTH: 
FIFTH: 
GROUP 
ONE 
4 
13. 14 
3 
1, 12 
GROUP 
TWO 
13 
3 
4 
14 
2 
GROUP 
THREE 
3 
4 
1 1 
2 
1, 9 
GROUP 
FOUR 
14 
2 
4 
1 1 
I, 3, 7 
OVERALL RANK ORDER: 4, 3, 14, 13, 2, 11, 1, 9 + 7 
Consequently in the formulation of the leadership development 
framework, the descriptors in this section which needed to 
receive the most attention were the three which received the 
highest priority overall. These descriptors were that the leader 
should: 
(i) demonstrate a particular concern for those who are poor 
either materially or in other ways; 
(ii) have a sense of the vision and mission of Edmund Rice; 
and 
(iii) have a Jesus/Edmund vision with a feeling for the past 
spirit of the Christian Brothers, but open to the new 
styles of operation. 
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TEACHING COMPETENCE 
As indicated, the final essential quality identified across the 
four groups was that of Teaching Competence. There were 
seven descriptors of teaching competence which were 
generated by the respondents in the first round of the Delphic 
Probe. These were listed in the second round instrument this 
way. 
The leader should: 
1, Have a sound knowledge of teaching principles and 
s tandards . 
2» Be committed to teaching as a vocation. 
3. Be in touch with the needs of the students and assist 
staff to implement the programmes and curriculum to 
meet these needs. 
4. Be enthusiastic for the love and joy of learning. 
5. Demonstrate qualifications and experience which provide 
a thorough knowledge of curriculum development. 
6. Be a successful teacher as instructor, disciplinarian and 
classroom manager. 
7. Be seen as a model teacher able to assist other staff to be 
better teachers. 
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Table Twenty lists the way each of the groups ranked the top 
five of these statements. 
TABLE NO. TWENTY: RESULTS - PART ONE 
SECTION HEADING: TEACHING COMPETENCE 
RANK 
HRST: 
SECOND: 
THIRD; 
FOURTH: 
FIFTH; 
GROUP 
ONE 
4 
2 
3 
1 
6, 7 
GROUP 
TWO 
3 
2 
4 
1 
6 
GROUP 
THREE 
2 
1 
4 
6 
3 
GROUP 
FOUR 
1 
3 
2 
4, 6 
1 
OVERALL RANK ORDER: 2 , 1 + 3 + 4 , 6 , 7 
Even though this quality of teaching competence was ranked 
seventh in the list of essential qualities, attention was paid in 
the development of the leadership programme to the highest 
ranked descriptors. These were that the leader should: 
(i) be committed to teaching as a vocation; 
(ii) have a sound knowledge of teaching principles and 
s tandards; 
(iii) be in touch with the needs of the students and assist 
staff to implement the programmes and curriculum to 
meet these needs; and 
(iv) be enthusiastic for the love and joy of learning. 
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5.3: The suggested process for developing the identified 
qualities of future leaders in Christian Brothers Schools in 
Oueensland. 
Before establishing the conceptual model for the development 
of the leadership qualities considered empirically as desirable 
and the higher priority descriptors of them as outlined above, 
it is necessary to briefly clarify the goals of the development 
programme. As outlined in chapter two, the context of this 
study is the future leadership of effective Catholic Schools in 
the Christian Brothers tradition. 
The relevant literature on effectiveness in Australian schools 
received sufficient analysis as part of Chapter Three in the 
review of the literature. It is important at this point however 
to observe that the term effectiveness has some difficulties in 
the Christian Brothers school millieu. Accepting that a school 
cannot be a good Catholic school unless it is a good school first 
which paraphrases the official Catholic Church documents, 
there is need to accept fully the special nature and ethos of the 
schools as discussed in Section 2.3 of this study. However, 
there is no dilemma between effectiveness and evangelization. 
Both are critical elements of a Catholic school which attempts to 
be true to its tradition. 
Indeed there have been numerous relevant studies including 
Mellor and Chapman (1984); Beare (1984); Caldwell and Spinks 
(1988); and Beare, Caldwell and Millikan (1989) which have 
analyzed criteria for effectiveness. However, while all of them 
develop various formulae or recipes for 'good' or 'effective' 
schools.summarised in Appendix Six of this study, and stress 
various criteria that are evident in these schools, each study 
stresses the critical element of the quality of school leadership. 
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This aspect has already received discussion in Chapter Three of 
this study and it is sufficient at this point to agree with the 
summary provided by Beare (1989:108) in a table which lists 
generalisations reflecting recent advances in knowledge about 
leadership. 
TABLE NO. TWENTY-ONE: GENERALISATIONS 
REFLECTING RECENT ADVANCES IN KNOWLEDGE ABOUT 
LEADERSHIP. 
1. Emphasis should be given to transformational rather 
than transactional leadership. 
2. Outstanding leaders have a vision for their organisation. 
3. Vision must be communicated in a way which secures 
commitment among members of the organisation. 
4. Communication of vision requires communication of 
meaning. 
5. Issues of value - 'what ought to be' - are central to 
leadership. 
6. The leader has an important role in developing culture of 
organisation. 
7. Studies of outstanding schools provide strong support for 
school-based management and collaborative decision-
makine. 
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8. There are many kinds of leadership forces - technical, 
human, educational, symbolic and cultural - and these 
should be widely dispersed throughout the school. 
9. Attention should be given to institutionalising vision if 
leadership of the transforming kind is to be successful. 
10. Both 'masculine' and 'feminine' stereotype qualities are 
important in leadership, regardless of the gender of the 
leader. 
Against this background and the research findings of Section 
5.2, the basis for the developmental model was constructed. 
The linkage between leadership qualities and the competencies 
that derived from these essential qualities was argued in 
Section 3.4 of this study. Inherent in this is the understanding 
that this basic principle is conceptualized in these three parts: 
(i) the pastoral competence of the leader is based in the 
spiritual quality; 
(ii) the educational competence of the leader is based in the 
professional quality; and 
(iii) the managerial competence of the leader is based in the 
personal quality. This suggests that there is advantage in 
being aware of a somewhat artificial distinction to enable 
the development of the three key qualities from which 
the competencies derive. These three key qualities are 
clearly linked to those identified in the data outlined in 
the previous section of this study. 
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The second premise which underpins the developmental 
framework is the interactive nature of leadership. This 
presumes that leaders in Christian Brothers schools are 
required to be transformational, not just transactional. As a 
result, the development of leadership qualities is not able to 
proceed in a vacuum. School communities require regular 
renewal and development as outlined in section 4.4 The 
interaction between leader and community requires the model 
to be more than singly focussed on the potential individual who 
will fill a leadership role either as the formal leader or in the 
many informal leadership situations which any number of 
individuals will fill for different periods in the life of the 
organisation. 
Further,the development model outlined in this section is a 
reflection of the values and the ideology of the congregational 
ethos as outlined earlier. These core values need to underpin 
this approach as a strategic planning exercise. Though most of 
the research in this field is corporate based and profit oriented, 
Ansoff (1987) stresses the need for strategy formulation for 
any organisation. He argues (1987:75): 
This interest in strategy was caused by growing realisation 
that the firm's environment has become progressively 
changeable and discontinuous from the past and that, as a 
result, objectives alone are insufficient as decision rules for 
guiding the firm's strategic orientation as it adapts to changing 
challenges, threats and opportunities." The development of 
these new decision rules and guidelines which Ansoff defines 
as strategy needs some further consideration. Various 
researchers have attempted to develop effective processes for 
strategy development which will allow for some efficiency 
within the interaction of factors which make up the culture of 
the organisation. Mintzberg (1989) cautions that too much 
energy can be invested in structuring organisational 
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development through strategy management. He points out 
(1989:214) "...organisations cannot always plan where their 
strategies will emerge, let alone plan the strategies 
themselves." 
As a consequence, an acceptance of innovation and the 
flexibility to take advantage of the unexpected are important 
principles for the development of strategy. This approach is 
consistent with the visionary approach outlined earlier which 
relies on the 'hands on values driven' approach . The leader 
and the organisation together need to evolve a strategic vision 
.In summarising this premise.Mintzberg (1989:216) points out: 
"...no organisation can function with strategies that are always 
and purely emergent; that would amount to a complete 
abdication of will and leadership... but none can function either 
with strategies that are always and purely deliberate; that 
would amount to an unwillingness to learn, a blindness to 
whatever is unexpected." 
These issues were significant in the conceptualisation of the 
guidelines for the various stages of the leadership 
development process as derived from the literature and the 
research carried out which is described in the next section of 
this study. There is a series of four diagrams designated 
simply A, B, C and D which give a schematic description of the 
process envisaged. Each diagram is followed by a brief 
explanation which outlines the action steps conceptualized for 
each of the various stages. 
In Diagram A, the STRATEGIC PLAN was conceptualised first in 
diagrammatic or model form and then the stages of the 
strategy were outlined: The timeline for implementation was 
then notionalised. 
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DIAGRAM A: 
The overall model for the development of the identified 
qualities desired in future leaders of Christian Brothers Schools 
in Oueensland. 
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Explanation of Diagram A: 
The overall model for the development of the identified 
qualities desired in future leaders of Christian Brothers Schools 
in Queensland demonstrates the process through which 
effective Christian Brothers schools with quality leaders will be 
achieved. The programme identifies the central approach 
which relies on a variety of resource groups providing 
formation and direction to the range of participants including 
not just current and potential leaders but involving the whole 
school community. 
It is proposed that there are four key groups who will be 
actively involved in initiating various leadership development 
programmes and ensuring a clear policy thrust is in place. The 
first of these groups is the provincial council or province 
leadership team, who, as the trustees of the congregation, are 
finally responsible for all of the Brothers' Ministries including 
the ten order owned schools which are the focus of this study. 
These five trustees are elected by the professed brothers of the 
province for a six year term and their appointment is 
confirmed by the world wide Superior General who is based in 
Rome. 
The Christian Brothers Resource Team is a small expert group, 
established by the trustees to work closely with the school 
communities, particularly in terms of excellence in education 
and the ongoing formation of teachers and support staff. The 
members of this group have wide experience and expertise in 
education and adult development. 
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There are twenty-seven local brothers ' communi t ies 
throughout the Queensland province which consist of Brothers 
working in a variety of apostolates. While traditionally these 
have been based in primary and secondary schools, some 
brothers are extensively engaged in a range of the caring 
professions. These include the juvenile justice system, youth 
homelessness projects, migrant education and special schools 
for chronic truants and marginalized youth. Where these 
communities are attached to the schools, they are able to 
provide an excellent resource in terms of working with various 
school groups in leadership development. 
The fourth source of assistance for the overall strategy are the 
support services of the wider church community which 
provides significant programmes for adult formation and 
personal development. While the availability of these 
initiatives varies across the different dioceses, there is a wide 
richness of opportunity which is being involved in this 
strategy. 
The diagram outlines how these four groups will initiate 
various activities which will assist the current and future 
leaders to develop the desired qualities as identified from the 
Delphic probe conducted as part of this study. 
The following three diagrams labelled -
Diagram B: INITIAL STAGE: HRST YEAR; 
Diagram C: SHORT TERM STAGE; HFTH YEAR; and 
Diagram D; LONG TERM STAGE; TENTH YEAR 
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are intended to clarify the timetable for implementation. Each 
diagram is accompanied by a brief explanation. There is 
further analysis of the stages throughout this section. 
The timeline is based on a ten-year implementation strategy 
which has the two concurrent strands of the individual 
formation of potential and current leaders balanced with 
formation of the total school community. 
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DIAGRAM B: THE INITIAL STAGE: FIRST YEAR 
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Explanation of Diagram B: The initial stage: 
This diagram indicates the programme established for the first 
year or the initial stage of the strategic plan. There were three 
focus groups targetted for the conferencing process. The first 
group consisted primarily of some of the current and potential 
leaders across the ten schools who were already in a leadership 
position such as members of the school administration team or 
other responsible role. 
These senior personnel were participants in the two four day 
conferences which are outlined below. 
The second group was made up of teaching staff members who 
attended one of the six two day seminars that were conducted. 
The aim of these seminars in the initial stage was to give a 
wide range of teachers at least some exposure to the key 
themes of personal spirituality, ethos and future vision. 
Participants from each of the ten schools attended these 
conferences as they are detailed later in this Chapter. 
The third group of participants was only from one of the ten 
schools and consisted of key support personnel for the school. 
These were members of the parents and friends executive, 
senior support staff such as the senior secretarial and ancillary 
staff, as well as members of the school advisory board. This 
group came together in a weekend residential seminar which 
considered aspects of the congregational ethos and the mission 
of the particular school. 
As indicated in the diagram, members of the four key support 
groups, as outlined in Diagram A, i.e. the provincial council, the 
resource team, the local brothers community and some 
personnel from the wider church were involved in each of 
these initiatives. 
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DIAGRAM C; SHORT TERM STAGE: FIFTH YEAR 
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Explanation of Diagram C: The short term stage 
THE STRATEGIC PLAN is intended for an overall ten year 
developmental programme and this diagram indicates the 
progress to be evident at the end of the fifth year. 
While the three major target groups are similar to diagram B. 
each is enlarged and there is interaction among each one in 
order to maximize the development of the whole school in the 
leadership qualities as they have been identified. 
The renewal programme is clarified by addressing the three 
major issues outlined as orientation, foundational and 
contemporary spiritual issues. The five year or short term 
stage also recognizes that, as in any organization, there will be 
members of staff who could be identified as "resistors" or those 
who do not wish to be involved in what will be the overall 
plan. The negotiation of personal and organizational goals for 
these members of staff will be a significant task for the co-
ordinators and mentors as outlined in the text. 
The five year cycle enables the development of a school 
statement of mission where one is not yet in place, or the 
opportunity to review current mission statements where one 
has been previously developed as the guiding policy document 
for the school. 
The final diagram indicates the long term or ten year proposal 
for the STRATEGIC PLAN. 
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DIAGRAM D: THE LONG TERM: TEN YE.ARS 
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Explanation of Diagram D: The ten year stage 
This final diagram in the series indicates the ongoing 
development of the programme after it has been in operation 
for ten years. The various modules outlined in Diagram C are 
retained and developed further into a dynamic strategy which 
is being constantly reviewed and monitored. With the second 
five year formation in mission cycle in place, the mentoring 
and facilitating groups are able to involve the wider parent 
body as well as present and past students. There are 
allowances in the programme to enable the various staff 
groups, depending on how long they have been with the 
organization to participate in the relevant conferencing 
programme. 
The next section outlines the STRATEGIC PLAN which is the 
acronym for the centre piece of the leadership development 
programme. 
EXPLANATION OF THE S.T.R.A.T.E.G.I.C. P.L.A.N. 
The strategic plan for the development of future leaders of 
Christian Brothers Colleges in Queensland is the acronym for 
the developmental stages outlined below. There are concurrent 
and sequential stages of the programme devised after 
reflection on the current context and the future needs as 
outlined previously. Consequently the stages of the 
development programme outlined are not intended to be 
strictly linear in their application. The timeline is notionalised 
as a means of explanation as to how the leadership 
development programme can be implemented. 
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S: Selection of all staff with a view to leadership potential. 
The careful selection of staff is among the most significant 
tasks of any employing authority. The selection process 
involves a range of stage s which should ensure that the 
prospective staff member, whether a teacher or not, is 
competent in his or her field and capable of understanding the 
mission of the organisation. 
T: Target potential leaders. 
Personnel with potential as future leaders are identified, either 
currently within the organisation or in similar organisations. 
R: Renewal of Faith. 
The provision of opportunities for the development of the 
personal faith of all members of the organisation is continually 
attended to. This will take a variety of forms and involve 
individuals, small groups and various mixed groups with 
inputters and facilitators coming from inside and outside the 
organisation. 
A: Articulate the vision. 
The further clarification and affirmation of the vision of the 
organisation is continually attended to. Opportunities are 
taken through mission statement development exercises to 
strengthen the corporate vision of individuals and school 
communities. 
T: Teach the traditions, the mvths. the experiences. 
As the number of teachers who are professed religious in the 
schools declines, the personal stories of the Christian Brothers 
experience will become no longer first hand. The continuation 
and development of the special ethos and culture ot the 
congregational schools will depend on this teaching. 
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E; Encourage potential and current leaders. 
The development of career paths, incentives such as study 
leave, voluntary transfer and exchange schemes will assist 
potential leaders to widen their experience beyond one 
individual campus. 
G: Goals set through personal pastoral plans. 
Growth is advantaged by setting goals and reviewing progress. 
The personal pastoral plan for each employee will motivate 
progress with personal goals becoming increasingly consonant 
with the overall mission of the organisation. The mentoring of 
individuals ensures this. 
1: Individual programmes. 
Core and option models in the two day school community and 
the four day withdrawal programmes recognise that adult 
learners need to be involved in planning their own progress. 
C: Celebrate and challenge. 
The dynamic nature of the organisation will evidence high 
points and low points for individuals and for the group. 
Celebration of successes and challenges to improve are 
significant in the Christian liturgy of life. 
These nine elements of the strategy were then interrelated 
within the action steps of the second word of the acronym 
which is PLAN. 
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P: Plan at province and local level. 
The attention to detailed planning which is increasingly 
necessary to achieve the mission is always on the 
understanding that Catholic schools in the Christian Brothers 
tradition are people first, task second, organisations. 
L; Local initiatives are taken and supported. 
The overall plan is dependent on this factor. The geographic, 
demographic, and socio economic diversity across the ten 
schools ensures that individual school communities can better 
articulate their needs and often address them locally. 
A: Actively support evaluation and review of development. 
Professional evaluation of progress enables worthwhile 
programmes of review to improve learning. The flexibility 
built in presumes that regular critical analysis will assist the 
refinement of the overall strategy. 
N: Negotiate the future. 
The involvement of all the stake holders in the future of the 
Christian Brothers Colleges will ensure that, through 
participative decision making, the contribution of the schools to 
the overall development of the mission of the Catholic Church is 
optimised. 
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5.4 Outline of the procedures of the initial stage of t h e 
implementation of the developmental process. 
As the research findings had identified personal faith, personal 
qualities and vision as the three most desirable qualities in 
future leaders of Christian Brothers schools in Queensland, it 
was considered that the four day programmes to be entitled 
"Conference of Senior Personnel in Brothers' Schools" would 
focus primarily on the opportunity to develop these qualities in 
participants. The conference design team, which consisted of 
three current principals of schools and the three-member 
province resource team, decided that the format of the 
programme should be tested by seeking the views of Catholic 
Secondary Principals across Queensland. 
These principals were surveyed and from the eighty-three 
principals, sixty-one responded by the due date. These 
responses were used to help determine the content and the 
inservice model which was to be trialled. The full questionnaire 
appears as Appendix 3. 
The following summary of the responses was considered by the 
team which designed the leadership development conferences 
having attention to the range of issues identified and the 
suggested modes of delivery. 
Respondents were given a range of issues relevant to the faith 
development component of leadership and they identified nine 
as being of significance. These were ranked in the following 
order from highest to lowest in order of significance as seen by 
the sixty-one current principals who responded. 
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1. Personal spirituality. 
1, Philosophy of the Catholic School. 
3. Church teaching on Social Justice. 
4. Leadership in Prayer. 
5. Church Documents on Education. 
6. Church teaching on Ecumenism. 
7. Moral Theology. 
8. Update on methods in Religious Education. 
9. Church Diocesan/Order organisation. 
The programme committee had also sought from the 
practitioner principals the elements of the personal and 
professional qualities they would identify as necessary for 
specific inclusion in the seminars. 
These elements were ranked by the principals as follows; 
1. Participative decision making. 
2. School/Community relationships. 
3. Motivation of staff. 
4. Supervision of staff. 
5. Interviewing skills. 
6. Role clarification techniques. 
7. Coping with stress. 
8. Leading school boards. 
9. Improving techniques of teaching/learning. 
10. Office management. 
1 1. Keeping professional reading up to date. 
12. Curriculum development. 
13. Time management. 
14. Industrial matters. 
15. Financial administration. 
16. Computers in education administration. 
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17. Compilation of data for government returns. 
18. Discipline style in secondary schools. 
19. Fund raising. 
The final part of the survey dealt with the principals' advice as 
to the optimum model for effective delivery of the programme 
as it was being formulated. The two options of preservice and 
inservice were considered, with the final recommendation 
being that regular inservice be offered in a residential model 
for a period of between three to five days. 
With this advice and the research data available, the 
programme design team considered the curr iculum 
development issues that were evident in the conference 
planning process and its link to the overall S.T.R.A.T.E.G.I.C. 
P.L.A.N. 
After reflection on this range of factors, and consideration of 
the strategic planning literature as reviewed earlier in this 
study,there were five principles generated on which the 
conceptual model for the conferencing process was based. 
These principles of operation are now outlined and each 
receives some brief clarification before there is discussion of 
the actual procedures trialled during the initial stage. 
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The five principles of operation were: 
1. School leadership is interactive. 
2. Individual qualities enable competencies to be developed. 
3. Effectiveness can be identified and developed. 
4. There is need for an overall plan to ensure there will be 
effective Christian Brothers Schools with quality leaders. 
5. The leadership qualities identified in this research are 
attainable by means of a ten year programme. 
1 • School leadership is interactive 
The basic tenet emerging from the literature which underlies 
the diagrammatic model is that school leadership development 
is interactive. The Model for School Leadership proposed by 
McCorley (1988:14), stressed that school leadership is effective 
where the vision of the leader is influenced by, and interactive 
with, a range of inputs and through the leader's dramatic 
consciousness which illuminates the ordinary with dramatic 
significance. The five elements in the model proposed by 
McCorley can be summarised as follows; 
• Vision. 
• Dramatic consciousness. 
Communal sharing of the vision. 
• Transformation of institutional structures and processes 
by the vision. 
Institutional celebration of the vision. 
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These are similar to the key elements outlined by Starratt 
(1985:3). 
In order to assist the conceptualisation of this theory of 
leadership development, it is possible to express these 
elements in propositional form. The interactive nature of the 
proposed model of leadership development is central to these 
five propositions. 
First, the leader's power is rooted in a vision which in itself is 
rooted in something basic to human life. This means that the 
leader's vision comes from the total spectrum of images and 
scenarios which highlight the kind of school the leader thinks is 
possible and desirable. This vision will include beliefs about 
how children learn, how they mature into being fully Christian 
adults as well as how the parental and staff community can be 
developed further. As well, the leader's vision will have 
specific examples of the dream of schooling he or she would 
want. This may include events such as the opening of the 
school liturgy and induction of the senior class or individual 
students doing "great things" or how school spirit can be 
displayed in difficult situations. 
Consequently, the leader's vision does not emerge in a vacuum 
or exclusively from a book. It is based in the meanings and 
experiences of life. 
The second proposition is that dramatic consciousness 
illuminates the ordinary everyday events with dramatic 
significance. Consequently there is "no such thing as an 
ordinary day" (McCorley 1988.1). Every day in schools, 
students are moving towards the choice of life or death, of 
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belief in the ultimate goodness of life or belief in the ultimate 
cruelty of life. Consequently, the task of teaching is saturated 
with significance. As a result, this sense of urgency or drama, 
flowing from the leader's core vision, will challenge him or her 
to call teachers constantly to this same sense of drama in their 
day to day tasks. (Starratt 1990). 
The third proposition is that the leader articulates the vision in 
such compelling ways that it becomes the shared vision of the 
community and this illuminates all of the 'ordinary' activities of 
shared life. The ability of the leader to articulate the vision 
and have others understand, share and challenge it is part of 
the interaction between leader and community which 
underpins the proposed developmental model. While formal 
occasions such as speech nights provide opportunities to spell 
out the vision in grand plan, it is the 'ordinariness' of 
leadership interaction such as classroom visits, discussions with 
the range of committees and interest groups within the school 
community, as well as the resolution of the various crises 
which occur in the school where the leader's vision interacting 
with those of the other participants, colours the situation for 
better or worse. Gradually, these efforts to share the vision can 
be expected to begin to reshape the frames of reference and 
the perceived assumptions that lie behind the realities of 
school life. The challenge is the potential chasm between the 
'rhetoric' of the vision outlined, for example, in the school 
mission statement and the 'reality' of action in time of pressure 
where expedience may dominate the espoused ethic. 
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The fourth element in propositional form is that the leader 
ensures that the articulation referred to above does impact on 
day to day decisions to the extent that the vision becomes the 
heart of the culture of the school. Flynn (1985:20) discussed 
the culture of the Catholic school, and the particular ethos of 
the Christian Brothers school was outlined in Chapter Three of 
this thesis. If the vision has been operationalised into 
standard procedures and the members of the school 
community, especially staff, make day to day decisions based 
on it, the very culture of the school begins to reflect this 
growth or in the words of Starratt (1985:4) this 
"transformation". The dynamic nature of the institution 
becomes clearer and the transformational nature of the leader's 
role is evident. Burns (1978:20) and later Bennis (1984:70) 
have emphasised the need for transformational rather than 
merely transactional leadership. This fourth proposition of the 
leader enabling others to act out the school vision is an 
important aspect of the literature in this area. 
Bennis (1984:70) summarised this transformative power of 
leadership when he said, 
"...The transformative power ... is the ability of the leader to 
reach the souls of others in a fashion that raises human 
consciousness, builds meanings and inspires human 
intent..." 
The tifth proposition which underpins Diagram A, and is based 
in interactive development of the qualities of leadership in the 
individual as well as the wider community, is the celebration of 
the vision. This occurs when the school community across the 
whole range of activities celebrates and reinforces the vision. 
The various rituals and ceremonies which are both formal and 
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informal should reflect the underlying values in the vision 
statement. These will range from celebrations of student 
achievement to times of ritual progress such as graduations to 
the way the staff community celebrates birthdays and 
weddings or simply relaxes in each others' company. 
The influence of Sergiovanni (1987:63) in analyzing that the 
symbolic and cultural aspects are essential to excellence is 
significant in this regard. He stressed the forces of leadership 
in his pentagon form: 
Considering the empirical data on the essential qualities of 
leaders as generated in this study, 1 would strongly support 
this approach. The various overlays of the qualities for leaders 
in Christian Brothers' schools are clearly related here. 
This model sought to stress the integration of the technical, 
human and educational aspects and to stress the more holistic 
model of development in an interactive mode. 
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Duignan (1986:14) stressed that leadership should help every-
body in the organisation be somebody. Sungaila (1989:20) 
insisted that 
"...the leader has to raise the consciousness of others..." 
This link of consciousness raising it is proposed, however, 
cannot come solely from the formal leader. There needs to be a 
developmental programme for the wider school community 
which complements this. As Hanson (1985:60) stressed -
"...attempting to run a school solely by using the 
rationalistic machinery of the formal organisation is a sure 
ticket on the Titanic." 
This is where the proposed model is advantaged by the 
systems work of Getzels and Guba (1957). Owens (1987:72) 
researched the school as a social system and his work is 
reflected in the developmental programme for the whole school 
communities outlined in Diagrams, B, C and D of the proposed 
model. The development of an outstanding social climate is 
what Erickson (1981:46) had claimed was the most significant 
factor in distinguishing effective schools. 
The second principle underpinning the model is that individual 
qualities enable competencies to be developed. 
The literature on leadership in the Catholic School context 
stresses the link between personal qualities in leaders and the 
capacity to develop competence in leadership. The 
contributions of Arbuckle (1987) and Greenleaf (1977)in 
particular have reinforced the view that leadership is not a top 
down do as I sav, not as 1 do' situation but an interaction 
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based on service. As a result, the leader needs to have 
developed what could be described as three key qualities. 
These spiritual, professional and personal qualities are 
interdependent and based in the idea of leadership as service. 
As discussed in section 3.3 of this thesis, the preferred model 
for servant leadership was provided by Jesus and it will be the 
quality of the leader's spiritual relationship with Him that will 
underpin how the leader interacts with others, especially those 
who are in most need. Consequently the leader will develop 
competence in the pastoral area because he or she really 
believes that the growth of the individual in the total sense of 
John 10:10, 
"that they may have life and have it to the full". 
is the basis of the mission of the leader. 
The integrative quality of the spiritual life of the leader is 
discussed often in the literature in terms of holistic education. 
Scott Peck (1988), Buscaglia (1988), and other psychologists, 
psychiatrists and psychotherapists are continuing to stress the 
need for wholeness. The previously accepted term of holiness 
perhaps was more powerful in this context, but the spiritual 
dimension, independent of the perceived religious or practice 
dimension, is at the core of leadership. 
In this context it is significant to note that of the seven areas or 
qualities which emerged from round one of the Delphic probe, 
as outlined in Section 5.2 of this thesis. Personal Faith received 
high priority from each of the four groups. The top three 
priorities from the groups in round two were: 
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Group One; 1. Vision; 
2. Commitment to the Catholicity of the School; 
3. Personal Faith. 
Group Two: 1. Personal Faith; 
2. Vision; 
3. Commitment to the Catholicity of the school. 
Group Three: 1. Personal Qualities; 
2. Personal Faith; 
3. Administrative Competence. 
Group Four: 1. Personal Faith; 
2. Administrative Competence; 
3. Personal Qualities. 
The most valued quality, overall, was Personal Faith. 
Two other qualities identified from the literature are the 
professional and personal aspects of the leader. The separation 
of these at a conceptual level is difficult because they are so 
interdependent and both presume, in the Catholic School 
situation, that the spiritual quality underpins the other 
qualities of the leader. 
Again the literature outlines how the dimensions of leadership 
are interrelated but indicates that the personal vision needed 
for educational or managerial competence is based in these 
professional and personal qualities. The Leadership Profile 
outlined in section 4.2 describes this approach in government 
schools. In this milieu, there is no presumption of the spiritual 
quality, yet there is an assumption in the literature such as The 
Corporate Vision For Senior Schooling in Queensland (1989:12) 
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that personal and professional qualities are necessary for 
successful leaders. 
This assumption is supported by this study which confirms 
that, after personal faith, the respondents across the four 
groups sought personal qualities as outlined in section 5.2, as 
the next most desirable leadership attribute. In fact the 
respondents in group three, the teachers who are employed in 
Queensland Christian Brothers Colleges, allocated their highest 
priority to personal qualities. 
The third principle underpinning the developmental model is 
that effectiveness can be identified and developed. In this 
context effectiveness is seen in both the dimensions of school 
effectiveness and leader effectiveness. 
As indicated previously the literature on school effectiveness 
and the impact of effective leaders was summarised by 
Mulford (1986:20) who stressed -
"...the principal can make a difference to teachers and 
students...Emphasis on the studies reviewed is clearly on 
interpersonal ski I Is...and on strong instructio n a I 
leadership...the similarities with the literature on indicators 
of school effectiveness are striking." 
Similarly the Queensland literature on school level evaluation 
and effective Catholic schools, both at the policy and the 
implementation level, outline the processes for Self Renewing 
Catholic Schools (Conference of Catholic Education Queensland 
1989). The cyclical nature of school renewal based on a five 
year time frame for the school mission statement is a result of 
the school community evaluation of policies, procedures and 
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outcomes. This comes largely from the Spinks and Caldwell 
(1988) research in Tasmania, supported by The Queensland 
Catholic Educat ion Commiss ion research into the 
implementation of the School Boards in Catholic Schools. Built 
into both of these models is the presumption that effectiveness 
can be identified in the school situation, as demonstrated by 
Mulford's (1986) summary, and that the effectiveness of the 
leader is an inherent factor in this. 
The fourth principle on which the model is based is that there 
is a need for an overall plan to ensure that there will be 
effective Christian Brothers schools with quality leaders. 
In Section 2.4 of this thesis a brief analysis was made of the 
change in the staffing profile of Queensland Christian Brothers 
schools in the ten year period 1979 to 1988. This indicates 
that there has been a decline of 37% in the number of brothers 
teaching in the congregational schools. As well, the ratio of 
brothers to other teachers changed from 1:2.01 to 1:64 in this 
period. 
Apart from the significance of these statistics, the Christian 
Brothers literature, as in Constitutions and current journals, is 
stressing the need for the laity to "assume an increasing 
responsibility for the heritage of Catholic education" 
(Constitutions. 1985:29). 
These two factors, along with the increased complexity of 
schooling in general, imply that planning is necessary. The 
recommendations of various Provincial Chapters and meetings 
of Christian Brother Principals indicate that planning is 
necessary, particularly if the schools are to maintain and 
develop the particular ethos which is their heritage. 
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As outlined in Chapter four of this study, the American 
research summarised by Foster (1986) into the need for skills 
development for leaders is significant in this aspect of planning 
for quality leadership. The skills that leaders should develop 
were identified by the American Association of School 
Administrators (1985:3) when they stressed; 
"...school leaders should understand the theoretical 
foundations (of leadership) and demonstrate the application 
of specific performance goals...". 
The implications are that sound planning is necessary and that 
effective schools with quality leaders will not happen by 
accident. The strategic plan as oudined in Section 5.3 clarifies 
the stages of this development technique. While a number of 
the steps will occur concurrently, such as the renewal of 
personal faith and the development of vision, some steps will 
occur sequentially such as actively supporting evaluation and 
renewing development for the future. 
The fifth principle which supports the developmental model is 
that the leadership qualities identified in a ten year cycle are 
achievable. 
At the centre of this assumption is the assumption that the 
model is workable and efficient enough to be trialled. The 
analysis of the initial stage implemented as Diagram B gives 
some further indication in this regard but the basic argument 
here is a logical one. Given the mission of Catholic Schools in 
the Christian Brothers tradition, as outlined in Chapter Three of 
this study, the application of resources and the determination 
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to achieve the vision is evident in the history of Catholic 
education. 
The development of future leaders with the qualities identified 
as desirable is a continuation of the planning and resource 
application which previously was mostly the prerogative of 
individual religious orders. The literature indicates the need for 
the wider Church membership to become more involved in this 
development. This is supported by the extremely high 
response rate to the Delphic probe used in this study. The 
wider Church and school community is interested in quality 
leadership and is already providing the resources and 
personnel support to ensure that the goal is achieved. 
The next section of this study analyses how the initial stage of 
the S.T.R.A.T.E.G.I.C. P.L.A.N. was implemented. 
The conferencing process of the initial stage 
After considering these five key principles of procedure, the 
design team developed a series of draft conference models 
which used the best of curriculum design techniques especially 
with regard to adult learning. The final conference model was 
then distributed to the ten Christian Brothers schools inviting 
each school to nominate two participants to the first 
conference. 
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As the participants were identified, each was individually 
contacted before the programme as follows; 
(i) A personal letter of welcome from the Provincial of the 
Christian Brothers. 
(ii) A separate letter from the conference coordinator giving 
details of the conference and inviting participants to be 
involved in the planning by returning certain 
information to the presenting team. A simple proforma 
was used and participants were provided with a stamped 
addressed envelope to use for its return. The questions 
asked were open ended and sought information as well 
as seeking to help the members of the conference do 
some mental preparation for it. These were the three 
enquiries: 
L The particular topics I would like to see addressed 
concerning my formation in the ministry of education 
are: 
2, The particular topics I think should be addressed by a 
conference of this type are: 
3. In my development as a leader in this Christian Brothers 
school, 1 would like the opportunity to develop further in 
these areas: 
The core elements of the programme were based on 
approaches to the key qualities that had been identified from 
the Delphic probe. As well, the participants' input from the 
preliminary information sent to them before the conference 
was considered. As the development of personal faith had 
been clearly identified as the key leadership quality for 
personnel in the schools, this aspect was to receive the highest 
priority. The development of personal qualities, vision and 
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commitment to the Catholicity of the school were the 
supporting qualities identified. These were followed by 
administrative competence, commitment to the Charism of 
Edmund Rice and then teaching competence. 
It was considered that the four day conference mode would be 
the most effective in the initial stage as the means of launching 
the leadership development programme. 
The sessions were designed in modules of approximately 
ninety minutes and each module was divided into three phases. 
The first phase was structured as input for about 45 to 50 
minutes with some interaction from the group and questions 
during this time. The second phase was some private reflection 
time for about ten minutes using the key questions provided 
by the inputter in worksheet form. The third phase of each 
session involved small group discussion of the content and its 
implications for the members of the conference in developing 
the identified leadership qualities. Each of the three discussion 
groups had a senior brother with significant leadership 
experience as the facilitator of the group. .A.s the same groups 
met regularly throughout the Conference, there was a 
significant growth in group trust over the four days which 
enabled quite a deep level of sharing among the members 
which was very conducive to personal growth. The groups or 
syndicates as they were designated had been designed such 
that there was only one participant from each school which 
assisted members to speak freely of their own situations as 
they perceived them. 
In order to further assist the group formation process, each 
syndicate accepted responsibility for the preparation of one of 
the significant prayer/formation periods or ceremonies of the 
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conference such as the eucharistic liturgy or the commissioning 
ceremony. 
The final structure for the first two conferences of senior 
personnel in Brothers schools appears in full as Appendix Eight. 
This same format was used five months later for the second 
group of participants. There were eighteen participants. One 
school was not able to send any participants because of the 
difficulties in releasing personnel at that time. 
In order to assist in the evaluation of each conference the 
participants at each conference completed a brief evaluation 
form which asked for comments on the conference with 
regards to its content, format and mode of operation. The 
evaluation instrument was del ibera te ly simple and 
predominantly open ended as it was designed to assist 
participants to process the conference as much as to provide 
feedback for the planning of future conferences. The complete 
instrument appears as part of Appendix Seven but the 
following summary of the evaluations from the first two 
conferences needs to be considered here. 
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Summary of the Evaluations. 
(a) Of the thirty-six participants across the two conferences, 
there were; 
12i who indicated the conference was very well worth-
while, with a score of 5. 
3; who rated the conference as a 4. 
and 1: who rated the conference as a 2 in answer to question 
one. 
(b) The most significant or worthwhile aspect of the 
conference for the individual ranged across the following 
topics: 
the value of the individual 
shared apostolate 
the vocation of teaching 
gaining greater insight into the ministry of teaching 
personal spirituality 
time for personal growth 
a feeling of belonging to a group of schools with one 
shared vision and goal. 
The most significant topic addressed in the conferences 
was overwhelmingly the area of growth and personal 
spirituality, followed by the charism of Edmund Rice and 
the special nature of Christian Brothers Schools. 
Participants recommended more frequent conferences of this 
type which would enable as many as possible of the members 
of the organisation to participate and feel part of the mission of 
the Christian Brothers. 
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A further initiative of the initial stage was the conduct of the 
six, two day seminars conducted by the resource team for 
teachers were spread out over the second semester of the first 
year and the first semester of the second year. This was an 
attempt to minimise disruption in the teaching/learning cycles 
in the schools, while still involving a large number of teachers 
at an initial level. A total of 133 teachers participated in these 
seminars. 
The seminar programmes had a similar agenda to that of the 
four day conferences. The conferences aimed to assist staff 
who work in Christian Brothers apostolates to understand 
further the special nature of their work and to provide an 
opportunity for personal formation. The conferences focussed 
on the development of the qualities identified from the 
research and were designed to complement the four day 
conferences in which more senior teachers had participated. 
The evaluation of these seminars was similarly open ended and 
invited participant comment on the perceived value of the 
experience and asked for recommendations for the future. The 
evaluation instrument appears as part of Appendix Nine but 
the following excerpt from it is included here to assist the 
clarity of this analysis. 
"Dear Participant. 
The presenting team would like to thank you for your 
participation in the conference and would appreciate your 
comments on the value of the two days. Your advice about 
future gatherings of this nature would also be very helpful. 
Thank you for your assistance. 
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The aspects of the conference that 1 found most helpful were: 
The aspects of the conference that I found least helpful were: 
I would like to see future gatherings of this nature if they 
addressed some or all of the following: 
General comments;" (Appendix Eight). 
The aspects of the seminar which participants found to be most 
valuable again centred on issues such as sharing the vision 
with teachers from other similar schools as well as being 
affirmed in the work teachers were doing in their school. 
Comments that were critical of the seminars tended to centre 
on the need for more of them and the fact that they had not 
been held previously. Particularly, long-standing staff 
members implied that they needed more in-service in the area 
of the vision of the congregation. 
As attendance at the seminars was voluntary and they were 
held during term time, the generally favourable response from 
the teachers involved may have been predictable. However, 
the overall sense of ownership of the vision of the Brothers in 
their schools generated much discussion among participants. 
These discussions reportedly continued when participants 
returned to their home schools. 
It is worth noting that each of the seminars was restricted in 
number to fewer than twenty-five participants and directing 
staff together. The following was the break down of 
attendance for each of the programmes: 
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1. Two; four day seminars: 36 teachers in total. 
2. Six; two day seminars; 133 teachers in total. 
3. Weekend for parents and 16 participants 
board members: 
Consequently 169 teachers out of a total of 419 teachers that 
year were involved in the seminar programme. 
The final initiative of the initial stage was the conducting of a 
two day residential seminar for members of one of the school 
advisory board and some members of the parents and friends 
committee of the same school. 
Advisory board personnel are selected by the individual 
headmaster of each school and invited by the Provincial of the 
Congregation to serve in a purely advisory capacity in policy 
and developmental matters for usually a three year period. 
The board members have no executive authority nor are they 
trustees. However, advisory boards have significant input into 
the formulation of general policies for the conduct of their 
particular school. 
The parents and friends executive of a school operate as a 
working group and are largely concerned with financial 
support and physical development of the school. Members of 
this executive are, however, elected by their peers at a 
formally constituted general meeting of the parents of the 
school. Members are elected for one year at a time although 
they are often re-elected a number of times. The parents and 
friends executive is a very significant forum for parental 
involvement and for any concerns parents have or initiatives 
they would like to suggest for discussion with the school 
administration. 
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Session 
Session 
Session 
Session 
Session 
One; 
Two; 
Three: 
Four; 
Five: 
The programme for the weekend workshop involved similar 
directing personnel as the two day and four day teachers' 
seminars. As the programme was residential at the school 
outdoor education facility and families were in attendance, the 
five ninety minute sessions were interspersed with activities 
and relaxation time. 
The programme used was as follows; 
Edmund Rice; A man for all seasons. 
The Christian Brothers Mission. 
Spirituality of leadership. 
Reflection on the School Mission Statement. 
Short term and long term planning -
. The Provincial Chapter Submission 
. The challenges of the nineties. 
As the seminar situation was new to parents in this context, a 
written evaluation was not sought in questionnaire or survey 
form. However, the participants were asked to record their 
reaction to the seminar simply by answering this question: 
"For you, what was the most significant aspect of the 
seminar?" 
The range of responses centred on the generation of 
enthusiasm for the mission of the Brothers school, and the 
tremendous affirmation parents felt in having the opportunity 
to share with each other and their families in such a 
worthwhile venture. Some participants reflected on their own 
spiritual growth over the weekend and were most grateful to 
the school for creating the opportunity for them to do so. 
There was a unanimous recommendation from the group that 
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other parents be given similar opportunities and that the 
weekend seminars become an annual opportunity for members 
of the advisory board and the parents and friends executive. 
Conclusion of the inidal stage 
The development of the leadership qualities outlined as a 
result of the research procedures and findings outlined in 
Chapter Five was conducted following the articulation and 
acceptance of the S.T.R.A.T.E.G.I.C. P.L.A.N. The scenario of 
the initial stage involved; 
Two four day seminars for identified current and 
potential leaders. 
Six two day seminars for teachers in positions of 
additional responsibility and general staff teacher. 
One two day weekend seminar for members of the 
parents and friends executive and college advisory 
board. 
These initiatives were supported by regular visits to the 
schools by a resource team member and provincial council 
members. 
Attendance at each of the seminars was on a voluntary basis 
with the teachers being encouraged to attend by their 
principals who released them from school duties for the 
appropriate periods. Costs were borne by the provincial 
council and the seminars conducted at the Provincial Centre 
where excellent accommodation and conference facilities were 
available. 
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CHAPTER SIX: ANALYSIS OF THE LEADERSHIP 
DEVELOPMENT FRAMEWORK. 
The effectiveness of the procedures introduced as the initial 
stage of the leadership development process as outlined in 
section 5.4 is analyzed in this Chapter. The reflection on these 
initiatives was focussed on this trial stage. This was done with 
a clear view to the longer term or the ten year plan which the 
series of diagrams A to D outlined. 
Initially there is an analysis of the procedures as it was carried 
out in the initial stage followed by a critical review of the 
findings which generated a number of recommendations for 
improving the leadership development process. 
6.1 Analysis of the Procedures of the Initial Stage. 
Section 5.3 of this thesis outlined the procedures which were 
implemented in the initial stage of the S.T.R.A.T.E.G.I.C. P.L.A.N. 
This section analyses the procedures used in this initial stage 
and leads to the review of the findings which is reported in 
section 6.2. 
Underlying this analysis is the presumption that leadership 
development is interactive. Consequently the stages of the 
S.T.R.A.T.E.G.I.C. P.L.A.N. are mutually dependent and not 
strictly sequential. This factor is important in this analysis of 
the first year of the project because the developmental model 
does not commence in isolation from what has gone on over the 
115 years that Christian Brothers education has so far existed 
in this state. 
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There have been over this period a great number of 
conferences, seminars and province initiatives aimed at the 
continual improvement of the quality of education in Christian 
Brothers schools. These initiatives have traditionally focussed 
on the members of the Congregation who up until 1978 held 
most of the significant leadership positions in the schools as 
was outlined in section 3.4. 
The changing profile of the staffing of the schools has given an 
increased urgency to the leadership development project. 
However, its origins are in the history of the last 100 years 
which was outlined in section 2.4 of this study. 
The 1983 Queensland Provincial Chapter (Province Records 
1983:26) has recommended; 
"...that the provincial establish a structure whereby the 
educational apostolate of the (Brothers) schools be 
enhanced and renewed." 
The structure which was formalised from that Chapter was 
established when suitable personnel were able to be made 
available. This was the commencement of a three person group 
of experienced and well qualified educationalists with a strong 
background in school leadership. The initial task of the group, 
which was entitled the Christian Brothers Resource Team, was 
to assess the needs of the school communities and in 
consultation with the Provincial Council and the Principals to 
establish an ongoing process of renewal in the congregational 
schools. 
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The team, together and individually, visited all the schools of 
the province and consulted with staff and parents. Visits were 
also conducted to other provinces to consider initiatives in 
other states. The School Development Programme in Victoria 
was closely examined for relevance. As well, the ongoing 
involvement of team members in school level evaluation 
procedures across various Queensland Dioceses provided 
valuable insight into the range of possibilities available. 
With this background, the Provincial Council decided that 
leadership development was the most significant issue for the 
future of the schools and that research should be effected such 
that planning and staff development could be formally 
commenced. Chapter Five of this study outlined the procedures 
that were undertaken resulting in the formulation of the 
S.T.R.A.T.E.G.I.C. P.L.A.N. The plan and its implementation 
however required closer analysis after the initial stage was 
completed. 
The S.T.R.A.T.E.G.LC. P.L.A.N. in the initial stage: 
As the research had identified the qualities of personal faith, 
personal qualities and vision as especially important, the plan 
formulated for the initial stage was to focus on these. It was 
thought that the other four qualities of commitment to the 
Catholicity of the school, administrat ive competence, 
commitment to the charism of Edmund Rice and teaching 
competence formed a sub set of these first three and in fact 
that it was reasonable to consider administrating and teaching 
competence as skills not peculiar to leaders in Christian 
Brothers Colleges. 
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In formulating the developmental model, the interdependence 
of the identified qualities, particularly as outlined in section 
5.3, became very clear. It became clear as well, to the 
researcher, that while the development of personal qualities 
and vision would be important in any leadership development 
programme the furtherance of the personal faith of the leader 
and the integration of this into the other qualities identified in 
the literature needed to be the central focus. 
Within this context, it is increasingly important to understand 
the qualitative rather than quantitative distinction in this 
assessment. Personal faith is not just another "quality element"' 
a leader in the Catholic school in the Christian Brothers 
tradition needs to have. It is essential across all of the 
activities of the school and inherent in the leader as the leader 
of the faith community. The development of personal faith is 
not just another additive the Catholic School does - this is what 
it does. In this context the developmental plan has a particular 
orientation which is not easily comparable with secular or even 
so-called "value free" developmental models. 
The elements of the S.T.R.A.T.E.G.I.C. P.L.A.N. as outlined are 
intended to encapsulate this orientation. As the integration and 
interaction of the elements underl ines its effective 
implementation there is no presumption that this is a lock step 
or strictly sequential model. The process is envisaged as 
organic, rather than mechanistic. Subsequent analysis, 
particularly the need to make some indicative costings of the 
plan, will be complicated by this factor, but such is the nature 
of the development of the individual. 
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Within this orientation, it is important to highlight the elements 
of the plan and to evaluate them against the background of the 
inidal stage as visualised in Diagram B. 
The selection of all staff with a view to leadership potential is 
the first element indicated. 
In an organisation of some 800 personnel, of whom about sixty 
percent are teachers, there will be some ongoing turnover of 
staff. However, one of the potential difficulties with the 
disparate geographical location of the schools is that staff in 
more isolated centres tend to be long serving because of a 
range of factors such as family involvement, housing costs and, 
until 1987, no portability of service benefits such as sick leave. 
Schools in the metropolitan areas have also tended to have 
fairly low staff turnover especially in the teaching sector. 
(Province Records ,1988). 
The importance of selecting staff with a view to the leadership 
potential of the prospective employee is of increasing 
significance when there is not yet in place an internal teacher 
exchange within the organisation. Consequently there are 
across each of the ten schools, members of staff in both 
teaching and administrative roles who have given in excess of 
twenty-five years service in the one location. As outlined in 
Section 2.4 the structure of the organisation is such that 
religious personnel are transferred at reasonably regular 
intervals and the normal length of service of the principal in 
the one location has been about six years. As well, religious 
members of the organisation are withdrawn from the schools at 
different times for extended periods of renewal. Until the 
recent formalisation of long service portability, other members 
of the organisation have not had that opportunity and have 
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consequently been likely to remain in the one location. As 
well, the tendency for most colleges to employ a number of 
their graduate past students as members of staff has given a 
strong sense of continuity of service. 
Within the initial stage, the criteria for the selection of staff 
have been clarified and new employees are given much more 
formal information concerning the Christ ian Brothers 
organisation rather than just the individual school. 
As well, a Statement of Principles Regarding Education in 
Schools Operated by the Christian Brothers (see Appendix 4) 
was agreed to by all principals and approved by the Brother 
Provincial. Prospective employees are asked to carefully 
peruse this document and to give written indication that they 
understand it and are prepared to support it. 
The last aspect of the selection element in place in the initial 
stage was the introduction of modules of staff induction 
programmes at the local level. Principals and other senior staff 
conducted brief preservice programmes with new staff on the 
ethos of the congregation and on the organisation of the 
province to serve the mission of the congregation. 
The second element of the plan is the targeting of potential and 
current leaders. 
During the period of the initial stage, the particular leaders 
targeted were in three groups; principals, members of school 
administrative teams and personnel currently holding positions 
of additional responsibility such as department heads and year 
level coordinators. 
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The priority for resource allocation was given to two categories 
for this initial stage. These groups were members of the 
administrative teams such as deputy principals and other 
senior members of staff and secondly those in middle 
management positions who had responsibility for a subject 
department or for a year level of students. 
The four day conference module was offered to two groups of 
current and potential leaders as outlined in Section 5.4 
Thirty-six personnel, including two brothers, attended the 
conferences with eighteen participants in each group. 
Teaching staff in positions of additional responsibility attended 
the six two day conferences with a total of 133 participants in 
the initial stage. 
In all of the conferences, the participants were withdrawn from 
the school situation and provided with comfortable residential 
quarters at the congregation conference centre. The 
participants targeted to attend were strongly supported by 
their principals who enabled them to be released totally from 
normal school duties. Some principals attended sections of the 
seminars particularly to support their personnel from their 
school during the programme. 
The third element of the plan, the renewal of faith of all of the 
members of the organisation, is the most ongoing element 
which while not peculiar to the leadership development model, 
is integral to it. It is sufficient in this element to recognise the 
multifaceted aspects of faith renewal and to stress its 
integrative nature. School communities, parishes, youth groups 
and various wider church agencies provide a range of renewal 
opportunities. An integral part of the fabric of the withdrawal 
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conference model has been opportunities for personal faith 
development. As outlined in Section 5.4, the major focus of 
the conference programmes was personal spirituality. The 
positive response and requests for more opportunities to be 
provided for growth in this area was a significant occurrence in 
the initial stage. 
The fourth element proposed in the plan is the ar t iculat ion of 
the vision of the organisation. It is significant that the quality 
of vision was ranked the highest of the seven qualities by the 
respondents in the survey group representing the clergy and 
Catholic education personnel. In the overall ranking it was 
rated the third most desirable quality identified in this 
research. 
In the initial stage the emphasis has been on school 
communities developing a mission or vision statement seeking 
as wide a participation and consultation process as possible. 
Some school communities had previously developed mission 
statements but there was evidence of lack of ownership of the 
statement through expressed concerns that members of staff 
had no forum for contributing to the final documents. The 
mission statement exercise was clarified to widen involvement 
to include all the members of the school community. 
The three key focus questions used in this process were very 
simple: Who are we? What do we do? For whom? With this 
focus, the trial school community residential weekend was 
conducted as outlined in section 5.4 The answers to these 
questions involved the predominantly parent group in 
clarification of the goals of their particular school as a 
framework of criteria against which policy development could 
take place. 
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The wider or corporate vision of the organisation has continued 
to be reviewed and refined in the changing milieu of the 
increasing number of apostolates in which the congregation is 
operating. As research further into the particular ethos of the 
congregation as outlined in section 3.4 is given more attention, 
the international vision of the congregation can be expected to 
become clearer for the leader of the specifically educational 
apostolate. 
The fifth element identified in the plan is the need to teach the 
traditions, myths and experiences of the congregation. 
The retention of commitment to the charism of the 
congregational founder, Edmund Rice, was rated as one of the 
qualities respondents identified as necessary for future leaders 
and yet the information researched in Section 2.4 indicated a 
significant decrease in the percentage of Christian Brothers on 
the staff of the congregational schools. Table Two indicated 
that over the ten year period to 1988, the ratio of Christian 
Brothers to other teachers had changed for 1:2.01 to 1:6.4. .As 
the number of brothers in the schools has declined, the 
personal stories and traditions of the congregation have 
become decreasingly first hand. Consequently, if the special 
ethos and culture of the congregation is to continue, it must be 
specifically taught and fostered, so that the charism of Edmund 
Rice can be relearned and developed. 
In the initial stage this element has been assisted by state wide 
preparation for the six yearly assembly of the province 
whereby policy decisions are made for recommendation to the 
world policy making body of the congregation. School 
communities were asked to prepare submissions to these 
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bodies and this enabled a wide range of forums to focus on the 
history and traditions of the congregation. While some parent 
meetings were well attended, others were less so. The profile 
in Table Two which outlined the changing proportion of 
professed religious teachers and other teachers in the ten 
schools stressed the changed nature of the school staffing . 
However, a number of groups were unable to provide 
submissions as they were not able to process the information in 
time. The observation from some participants was that they 
needed a greater exposure to the charism of the congregation 
and especially to the life of Edmund Rice. 
School staffs received more input in the initial stage but there 
is need for much more to be done if the special nature of the 
congregational schools is not to be diminished. 
The sixth element of the programme is to encourage potential 
and current leaders. 
The need for potential leaders to develop the qualities 
identified, and for current leaders to be helped to line out these 
qualities, is at the core of this element. The initial stage 
involved only thirty-six senior personnel in specific withdrawal 
programmes for longer than two days. However, as outlined in 
Section 5.4, this encouragement shown by the care for these 
personnel before and during the programme, by the senior 
executive of the congregation, assisted participants to feel very 
much that they belonged to the organisation and were 
valuable members of it. Discussions with participants indicated 
that the feeling of "ownership" of the direction of the 
congregation was most significant. The consultation for 
provincial chapter submissions was also an integral part of 
these conferences which further encouraged participants to 
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contribute to the future direction of the congregation by having 
their views heard. The active involvement of current and 
future members of the province leadership team, the 
provincial council, was very significant in this encouragement 
process. 
In the initial stage only one voluntary teacher exchange was 
organised on a trial basis. The need to widen the experience of 
potential leaders in the different schools of the province is 
clear as discussed. The possibility for teacher exchanges can be 
optimised fairly readily and the positive early evaluation of the 
trial exchange has advantaged this further. However, currently 
identified potential leaders who may be serving in various 
positions of additional responsibility have not yet had the 
opportunity for interchange. The implications for salary and 
other conditions of service need further examination. The 
industrial award restructuring negotiations, especially the 
creation of new positions in the leadership of schools, may 
further compound this issue. 
The seventh element of the programme is goal setting through 
personal pastoral plans. 
The short term encouragement of potential leaders, as outlined 
in Diagram C. requires the appointment of mentors who would 
develop a special rapport with targeted potential and current 
leaders and enable them to set, and achieve, goals. Very little 
of this has been put in place except for the religious members 
of staff who are involved in a special "ministry to religious" 
programme. It is envisaged that the mentoring relationship 
with other current and potential school leaders will be 
developed along these lines. The current practice of very 
regular visits to schools by members of the province executive 
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has meant that individual staff are known to the provincial and 
his consultors. 
It is evident that the establishment of mentors is necessary for 
this goal setting and further encouragement to be put in place 
and Section 6.2 deals with aspects of these findings for 
application if Diagram B is to be accomplished in the five year 
time frame indicated. 
The individual programmes for current and potential leaders 
are indicated as the eighth element of the plan. This flows 
logically with the goal setting and encouragement elements and 
illustrates the interactive and non-sequential nature of the 
developmental model. The key issue in preparing individual 
programmes, and this is not clearly evident in the initial stage, 
is the involvement of the wider church and the many other 
agencies, professional organisations and tertiary programmes 
which are increasingly available to current and potential 
leaders. Participants expressed concern about the difficulty of 
being absent from school to attend inservice. They were 
worried about being able to balance the need for their own 
individual development in so many professional and personal 
areas against the needs of their students and colleagues. 
Again Section 6.2 addressed this point, but the tension that 
exists between teaching and leading in the 'hands on' school 
situation and taking time, not always in recreation or family 
time, for personal and professional development, needs further 
analysis. 
The final element of this section of the strategy is the 
community dimension of celebration and challenge. 
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As the literature analysed previously indicated the basic 
premise that leadership is interactive, the role of community 
building in an organisation that has the goal of Christian 
education needs to be highlighted. The dynamic nature of the 
organisation will bring about high points and low points for the 
individual school communities and for the total organisation. 
In the initial stage there has been enthusiasm generated by the 
novelty of the initiatives, and participants, in their evaluations, 
have expressed gratitude for the conferences so far conducted. 
The challenge to individuals has been only at the edges of 
accountability. The costing of the initiative in terms of teacher 
replacement and investment of resources will need careful 
consideration. This forms part of section 6.2 of this thesis. 
The next four elements of the S.T.R.A.T.E.G.I.C. P.L.A.N. form 
the basis for the wider implementation of the strategy on the 
province level. The focus is based on the findings from the 
research and the literature reviewed, that the development of 
leadership, while it inheres in individuals, needs the creation of 
a supportive climate. These remaining elements highlight the 
need for macro and micro planning as well as the need to 
actively support ongoing evaluation of progress and to 
negotiate the future with all of the stake holders involved with 
Christian Brothers schools. Each of these elements is 
interdependent and the quality of the implementation stages 
outlined will be dependent on the quality of this planning. 
Of the four elements, the need for effective p l a n n i n g at 
province and local level is the most central. Apart from the 
changes in the congregational profile as outlined in Chapter 
Three, the changes in the socio educational milieu in which the 
schools operate have been most significant throughout the 
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eighties. Those changes and their impact on the ten year plan 
which is outlined by Diagram D can be expected to continue. 
Sungaila (1989) and others have detailed the assertion that 
chaos may be the new science of leadership for the next 
decade. On the local level, changes in educational funding, 
syllabus certification, tertiary entrance procedures and 
accountability are continuing. As well, the increased welfare 
role of schools, particularly large boarding schools such as four 
of the ten schools in the study will continue to expand as 
marriage failures and family break ups have become "common" 
in Australian society. 
It is evident from the context of this study that the 
Congregation is in a period of rapid change. Consequently it is 
important to optimise all of the resources available. In the 
initial stage of the strategy, there has been some province-wide 
planning at provincial council and principals' meetings. As a 
result of these meetings, the strategy has been implemented 
through the initial stage and Diagram C. representing the first 
five years of the proposal, is to be carefully reviewed. 
The second of the four macro elements of the acdon plan is the 
ensuring that local initiadves across the ten school communities 
are encouraged, reported and supported. This has involved 
significant use of the formation of mission statements on a five 
year cycle. Using college advisory board personnel in the 
development of these statements has been an important 
initiative in the initial stage. The movement towards forming 
advisory boards or school boards at each school has been 
encouraged and even after the initial stage, school leaders are 
reporting that they are being better supported locally, 
especially in the area of policy formation. 
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Within this element a second initiative has been the twinning' 
of schools to enable school staff initially, and then other 
members of school communities such as parent, sporting and 
cultural support groups to interact in a supportive way. While 
some organisation for this has been necessary at the province 
level, it is anticipated that local initiatives will develop this 
much further. With this development, as well, has been the 
involvement of diocesan and wider church authorities in a 
range of activities such as diocesan assemblies and Catholic 
education weeks. These activities have helped to clarify the 
mission of the Catholic school in these environments and have 
encouraged local leadership development by establishing 
support groups which, with encouragement, will be on-going. 
The third element of the macro plan is integral to any ongoing 
improvement in leadership development and this is to act ively 
support a programme of evaluation and review. This has been 
the major weakness in the strategy in the initial stage. 
Evaluation of progress at the level of Diagram B has been 
limited to seeking participant responses in programmes. The 
Hawthorne effect can easily be the greatest danger here with 
participants being programmed to feel they are developing the 
key qualities identified from the research with very little 
quantifiable results. The interactive nature of the exercise may 
well prove the difficulty in analysis of this element. The 
programmes conducted in the initial stage were well received 
and participants were enthusiastic in seeking additional 
developmental opportunities. The recommendations in Section 
6.2 address some improvements in this critical element. The 
need for optimum use of resources requires regular critical 
analysis in order to assist the refinement of the overall 
strategy. 
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The final element of the macro plan is based on the dynamic 
assumption of the total initiative, that is the need to negot ia te 
the future with the stakeholders As table two outlined the 
changes in the personnel profile from 1979 to 1988, the 
indicative information for the next decade is equally volatile. 
The stakeholders in the ten congregational schools will 
increasingly be the representatives of the four targeted 
research groups. These were the Catholic education 
professionals and the clergy, the Brothers in the schools, the 
other teachers in the schools and the parents of the students. 
Given the trends towards participative decision making 
indicated in the futures literature, the involvement of the 
students themselves as a fifth group of stakeholders may be of 
significance in leadership development. 
This acceptance of the communal responsibility for leadership 
development is restating what is evident in much of the 
literature which indicates that communities get the leadership 
they deserve (Greenleaf 1978). While this adage is usually 
used in the political sphere, it translates easily into this 
particular situation. If school communities are not consulted, 
and if the corporate vision is not clarified and shared, the 
qualities of the leaders will not reflect the mores or the 
priorities of the congregation or of the individual school 
community. 
In the initial stage, this negotiation has been at a consultative 
level which has been at least a beginning. The need for further 
implementation has been clarified and for Diagram C to be 
realised, the participation of all the stakeholders will be 
increasingly necessary. Section 6.2 addresses a number of 
these findings for application as the basis for the 
recommendations of Chapter Seven. 
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6.2 Discussion of the Findings for Application in the 
Leadership Development Programme 
As a preface to the discussion of the findings of the initial stage 
for application over the ten year plan indicated in Diagrams C 
and D. it was decided that some brief analysis of future trends 
in schools was needed. Against this framework, the findings of 
the initial stage can be assessed in order to formulate the 
summary and recommendations which are the basis of Chapter 
Seven of this thesis. 
The following list enumerates some of the components gleaned 
from the literature as being significant in considering the 
climate in which development of quality school leadership will 
be required to take place. They are not derived as 
conclusionary points from this research but are briefly 
introduced as a means of focussing the context of the 
leadership development analysis which is to follow. None is a 
discrete cause or influence for effectiveness. All are inter-
related within the modern multicultural community in which 
the Catholic school attempts to realise its mission. The nine 
factors identified indicate the wide range of issues which will 
impact on leadership development over the next decade. 1 
would summarize the significant factors as follows; 
First: The increased complexity of schooling in which 
educators are being asked to undertake many more 
tasks than they have in the past and which has led to 
an Australia-wide discussion of the purpose of 
secondary schooling. 
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Second; An exponential knowledge explosion that continually 
reminds all involved that stability in curriculum is to 
be found as much in the processes schools use to 
deliver their values as in the content areas in the 
formal learning programme or subject offerings. 
Third: A continuing technological revolution that continues 
to raise as many questions as to what schools should 
teach as it also reveals inadequacies in the processes 
schools use to prepare Australian young people for 
an increasingly complex world. 
Fourth; A legitimacy in the study of aspects of social justice 
which encourages the realisation that the full 
benefits of education have not always filtered 
through to all Australians because of the social 
inequalities attached to gender, class and ethnicity 
across the entire social structure. 
Fifth: A productivity and outputs driven perception which 
heightens rising community awareness of the cost of 
education and an increasing need for such cost to be 
in the interest of the total Australian community. 
Sixth: A period of economic uncertainty and recession 
which has produced a situation of high youth 
unemployment as well as long term structural 
unemployment. This is demanding a fundamental 
review of the role of work in our society. 
Seventh; Australian Government policy, irrespective of 
political persuasion, which aims to have all students 
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participate in schooling until the completion of a full 
secondary education i.e. to the year twelve level. 
Eighth; An astonishing communications network that brings 
students, teachers and their families into immediate 
contact with every corner of the world. This 
immediacy of experience reinforces the "global 
village" concept which Toffler (1970) and others 
have stressed for so long. 
Ninth: An apparent malaise of creeping materialism which 
focusses society on possessions and not persons, on 
power without service, on freedom - from not 
freedom - for; and yet against this bleak background 
modern youth continues to display enormous 
generosity. 
In addition, Beare (1990:3) has identified from the literature 
four movements which he considers are underway and that 
will affect specifically tne world of education. The implications 
for leadership development become significant in this analysis. 
Beare summarised as follows: 
"I. There is a movement beyond the industrial economy, 
nationally based, to a post industrial economic order which 
IS international, interdependent and interlocking. 
2. There is a movement beyond an almost total concentration 
on the North Atlantic, in particular Europe and North 
America, to the Pacific, particularly the North Pacific and 
Asia. 
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3. There is movement beyond bureaucracy as the almost 
universal form of organisation to the 'network organisation' 
which captures the advantages of smallness as well as 
bigness. 
4. There is a movement beyond materialism, both scientific 
and economic, towards the re-enchantment of, and 
reconnection with, nature and the cosmos. It is associated 
with a movement beyond the narrowly and parochially 
religious into a discovery of a sense of the numinous which 
transcends traditional religious boundaries." 
With these two sets of predictors for the future in place, this 
section reflects on the initiatives of the initial stage and 
establishes the framework for recommendat ions for 
implementation. 
This section is structured in the developmental analysis model 
typically used in school level evaluation. The model relies on 
three questions: 
What are the commendations of the initial stage? 
What are the concerns evident in the initial stage? 
What are the recommendations for improvement to the 
model beyond this initial stage? 
6.21. The commendations of the initial stage. 
There are a series of identifiable commendations as a result of 
the completion of the initial stage as summarised by Diagram B. 
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While these are evidenced in the participant evaluations 
oudined in Section 5.4, they are drawn particularly from the 
case study conducted as outlined in Section 5.5. However a 
critical review is required in order to make balanced 
recommendations for implementation. The commendations are 
interlocked and it is not essential to prioritise them beyond 
accepting that each has its place in the overall perspective. 
The outstanding commendation from the part icipants ' 
responses was the key value of sharing the vision of an 
organisation which has traditionally remained silent about its 
goals, aspirations and methods. The provision of opportunities 
for development of individuals and school communities to 
reflect on the role they play in the life of the school, structured 
within the constitutions of the congregation and the scriptural 
model of Jesus, was very well received by participants. The 
previous misconception that professed religious were solely 
responsible for the holiness or the spirituality of the school is 
clearly changing. This research has indicated the personal 
spirituality of the leader as the most highly valued quality 
sought by respondents. The overarching commendation of the 
initial stage is that participants valued the opportunity given 
for the development of this quality. Participants, particularly 
those of some long standing, reported that they had not 
previously been challenged with the vision of the congregation 
as significant in their ministry of teaching. While those 
currently in leadership positions reported some understanding 
of the service model of leadership, a number of staff and 
especially some personnel in the parent and advisory groups, 
were unfamiliar with this approach. Some personnel reflected 
the traditional bureaucratic model in their thinking and were 
initially not at ease with the sense of empowering others as 
called for in 1984 constitutions of the Congregation. 
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As a result of sharing something of the vision of the 
Congregation, the second commendation could be outlined as 
the sense of involvement in the life of the organisation, which a 
significant number of participants claimed to have experienced 
for the first time. As a result of sharing the history of the 
founder, the myths and traditions as well as honest discussion 
of some successes and failures of the congregation, participants 
reported a heightened sense of belonging to the organisation. 
In the frankness of discussion about the future leadership of 
schools, lay participants especially were affirmed by the way in 
which their views on the future were sought and clearly 
valued. The challenge of maintaining the ethos of the 
congregational schools, without the significant presence of 
professed members of the congregation, is central to the 
leadership development programme. The participants in the 
initial stage seminars were able to identify what they saw as 
clear hallmarks of the schools, particularly in the style of their 
organisation and decentralised accountability structures. 
Within this aspect of the sense of involvement in the life of the 
organisation, the ability of teacher participants to add to the 
stories and the traditions of the congregation was indicative of 
their willingness to be the carriers of the folk stories that make 
up the commentary on the life of an organisation. 
The third commendation evident at the conclusion of the initial 
stage was described by participants as the sense of community 
of the schools. Even though a number of the schools participate 
in a range of sporting, cultural and academic competitions, the 
brotherhood of schools had not apparently been emphasised 
before. The very practical exposure to different leadership 
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models was discussed. In fact, one teacher exchange was 
negotiated as a direct result of the initial stage. This exchange 
was initially for one year and will be closely evaluated by the 
participants and the principals of the two schools who 
supported the initiative. It was significant that the two school 
communities had previously very little to do with each other 
though they were geographically very close. As part of this 
initiative, the schools have begun to share other resources and 
have commenced a student exchange programme in order to 
give staff and students a wider experience of the confraternity 
of the schools. While the student exchange programme may at 
first appear to be peripheral to the leadership development 
programme, it is in response to classroom teachers wanting to 
widen the sense of the community of schools. It is significant 
to note that this strategy, initiated by 'ordinary' teachers and 
not by the nominated school leaders, such as principals, has 
begun to develop to social activities across school communities. 
The birth of this movement is clearly attributed to the initial 
stage activities. 
The fourth commendation evident from the activities outlined 
in Diagram B. is that participants appreciated that significant 
efforts were being made by the employing authority to attend 
to the development of future leaders. Participants saw this as 
particularly significant in a situation where it was previously 
accepted that leaders would always be brothers and that they 
would just arrive to lead the particular school. 
Aided by the changes evident in the wider church, participants 
reported that they understood the need for the laity to be more 
involved in school leadership and that it was no longer realistic 
for there to be brothers and others with the latter accepting 
little or no responsibility for leadership development. The 
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statement that the congregation was committed to the 
development of quality leaders of effective schools was 
sufficient incentive for a range of participants to report that 
they were motivated to be actively involved. The affirmation 
given by congregational leaders to school staff especially and to 
other members of school communities as well, that good 
leadership models were critical to the development of the ethos 
of schools in changed times, was most significant in this 
commendation. 
These four commendations were evidenced in the preparation 
of the school mission statement exercises begun during the 
initial stage. Participants reported that the formal 
commencement of the development of the qualities identified 
as necessary for future leaders of the schools aided them 
significantly in contributing to the clarification of the direction 
of their school. 
This final commendation from the initial stage was under-
pinned by the interactional matrix of the qualities being 
sought, especially the spiritual perspective. Mission statement 
workshops, as outlined in the procedures of the initial stage, 
were significantly advantaged by participants having had their 
vision of the school challenged in seminars which had sought to 
reinterpret the purpose of the congregation in the changed 
educational context. 
6-22: Concerns evident at the conclusion of the inidal stage. 
In the analysis of the initial stage, there were a number of 
concerns which emerged and needed to be clarified in the 
process of the recommendations being formulated. The first of 
22 1 
these concerns was that as outlined in Diagram A, the 
S.T.R.A.T.E.G.I.C. P.L.A.N. depended for its implementation on 
the interaction and growth of the potential and current school 
leaders as well as the whole school community. 
However, the initiatives of the initial stage, focussed on 
teaching staff only, apart from the one trial residential 
weekend for school advisory personnel, notably parents. While 
the teaching staff would form the nucleus of any school, the 
absence of the paraprofessionals and other support staff from 
the seminars limited discussion to the teachers' perspective. 
The concern is that so many of the non-teaching personnel in 
schools such as librarians, secretaries, grounds people and 
others provide very significant role models for students. 
Especially in the boarding schools, resident staff whether in a 
supervision, medical or catering role, continually interact with 
the students and are very important influences on the school 
community. Consequently, to be consistent with the interactive 
model outlined in Diagram A, these personnel need to be 
specifically involved in the leadership development 
programme. 
The second concern focusses on the issue that in all of the 
seminars and workshops initiated in the initial stage, the 
pardcipants attended freely as a result of the invitation of their 
principal. Previous studies in the area of leadership and 
notably the earlier work of Starratt (1984) in the crucial area 
of developing religious values in staff members indicate the 
need to provide for what he terms 'the resistors'. These would 
be staff members, teachers or otherwise, who would see 
involvement in the development of the mission of the school or 
in being involved in the furtherance of the spiritual qualities, 
as being outside their particular area of responsibility. This 
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view may be compounded by previous employment policies or 
by any number of factors which are quite rightly the private 
domain of the individual. This concern of the rights of the 
individual, particularly if there are justice issues involved, 
while it did not emerge as a crucial one in the initial stage, will 
require sensitivity and careful attention throughout the 
programme. The strategies for ensuring the development of 
effective school communities are predicated on the ability of 
leaders to share the vision with all the members of the school 
family. 
If there are evident groups of resistors, or individual members 
of staff unable to be comfortable with the direction the school 
is taking, it will be vital that this concern is carefully and justly 
dealt with such that the spirit of the initiatives is not put at 
risk. 
The third concern which emerged from part icipants 
observation at the conclusion of the initial stage, was that there 
was not sufficient communication with current school leaders, 
especially the principals in terms of the content of the seminars 
and workshops and the participant response to date. While 
principals had been invited to visit the programmes, and two 
or three did for brief times, they were not able to really 
participate. Principals geographically remote from the 
provincial conference centre were especially disadvantaged. 
While participants were encouraged to return to their schools 
to discuss the various seminars with their principals, it is 
evident that more needs to be done to involve principals. This 
would be for their own development and for the advantage of 
the participants becoming aware of the range of leadership 
styles currently exhibited across the ten schools. 
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A further aspect of this concern was the expressed anxiety of 
principals and other current school leaders in the initial stage, 
that they have the opportunity to develop strategies to work 
further with seminar participants after they return to their 
school situation. They also identified that the development of 
their skills to assist those who potentially were resistors was a 
significant concern for the future. 
The fourth major concern evident as a result of the analysis of 
the initial stage, was the costing of the resources allocated to 
the leadership development programme. In the initial stage, 
no budget was identified for the programme either for 
replacement salaries of teachers attending programmes or for 
the cost of their transport and residential accommodation at 
the province conference centre. Funds were simply found from 
existing budgets which are contributed by the schools on a per 
capita levy basis. It is evident from participants' responses, 
and from the research that indicated a need for the leadership 
development programme to be commenced, that the costs 
involved were a necessary investment if quality leaders of 
effective schools are to be in place. However, the absence of 
even indicative costings was a major concern at the conclusion 
of the initial stage. 
The fifth concern is related to the costing of time release and is 
centred on the problem of teacher absence from schools. The 
initiatives for teachers in the initial stage were conducted in 
employer funded or school time as a means of encouraging 
participation and secondly, of ensuring that staff were aware 
that the congregational leaders were committed fully to the 
project and were not simply token in their support by 
expecting teachers to participate in their free time. 
Participants responded very positively to this approach and the 
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hospitality and care that was shown for them. However, the 
concern was expressed that good teachers do not wish to be 
absent from what they consider their prime responsibility 
which is the teaching of their classes. 
This issue is compounded by the whole range of professional 
and inservice opportunities in which members of staff need to 
participate to ensure their ongoing development. Consequently 
the time component for leadership development has to be 
clarified if staff are to be involved in the model as outlined. 
The concern expressed by principals and some participants was 
that the initiatives not be perceived as just another thing to do 
but as an integral part of the congregational mission. 
The final concern evidenced from the initial stage was the need 
to link the leadership development plan to the initiatives 
available in the wider community, particularly the wider 
church. Christian Brothers schools have traditionally identified 
strongly with the mission of the Church especially in the 
education apostolate. There has been a significant increase in 
the opportunities available for lay people to deepen their 
spirituality in the contemporary church. As a result of the 
general decline in the numbers of clergy and professed 
religious available in Australia, the various diocesan agencies 
have begun to develop a number of initiatives which would 
benefit current and potential leaders of congregational schools. 
The difficulty is in matching available programmes to the 
personnel. While the leaders of the congregation have 
expressed their commitment to the development of effective 
school leaders and consequently have accepted some corporate 
responsibility for this, the concern is that other programmes 
both from the wider church and from professional educational 
organisations not be ignored. 
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6.23; What are the recommendations for improvement to the 
model as a result of the evaluation of the initial stage? 
Given the factors identified as significant for change as outlined 
at the beginning of this section, there are a number of 
recommendations for improvement of the model which have 
emerged. These flow from the overview of the commendations 
and concerns outlined above and form the basis for the more 
global recommendations for the implementation of the 
leadership development programme detailed in Chapter Seven 
of this study. 
The first recommendation is to build into the model as part of 
the yearly programme, a two day conference for principals and 
other current school leaders such as members of administration 
teams. This conference would enable these current leaders to 
experience a range of the strategies and inputs which are 
central to the other conferences. As well, these sessions would 
be used to specifically develop the current leaders' skills such 
that they would be more confident and have increased 
expertise to encourage local initiadves. The network of school 
leaders which should develop as a result of this 
recommendation would enable the necessary sharing of 
expertise across the schools and assist in the development of 
the informal links necessary to further the communal 
responsibility for the vision of the congregation referred to 
previously. 
The second recommendation is the clarification in the model of 
the stages of the sequential programme. Diagrams D outlines 
the percentages of the staff groups who belong to the different 
stages of the programme. Based on the analysis of the current 
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staffing profile, this suggests that the staff can be divided into 
four categories. One group of approximately 10% each year 
would be staff new to Christian Brothers schools. The second 
group would be about 50% of young staff who are most 
significant especially in the classroom and in interaction with 
students. The third group are notionalised as veteran staff who 
belong to the 20% who may now be in leadership positions. 
Finally, the diagrams identify a group called senior staff who 
may be close to retirement yet who have a very significant 
impact on the life of the school through their experience over a 
very long period. 
While the model recognises that the needs of these groups may 
vary significantly, it does not detail sufficiently the range of 
activities to be offered beyond the broad headings of 
orientational, foundational, spiritual and ongoing contemporary 
issues. It is clear that for these programmes to be effective. 
the interactive planning at province and local level outlined in 
Secuon 5.3 will need great care. 
The third recommendation is that the appointment and training 
of mentors as oudined in the S.T.R.A.T.E.G.I.C. P.L.A.N. be given 
a high priority in the implementation beyond the initial stage. 
The strategy of goal setting through personal pastoral plans 
will require skill building of current leaders who will need to 
demonstrate their commitment to the development of future 
leaders by their concern and practical interest in the personnel 
for whom they have responsibility. This will result in local 
initiatives which can be supported by province structures such 
as regular visits to schools by provincial council and resource 
team personnel, who must accept a clear responsibility for the 
mentoring process. 
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As became evident in some of the concerns identified above, 
the danger to the plan is that leadership development may be 
seen to be only a central responsibility and not one critical to 
the mission of the congregation and therefore a vital part of the 
local school community's activities. Consequently, the role of 
the mentor in bringing the leadership development programme 
into action requires that special attention be paid to it. 
Otherwise, as in the initial stage, participants could return to 
their school community having had opportunities to develop 
the desired qualities but find that they are unsupported. As a 
result, enthusiasm for change or further development could be 
lost and possibly replaced by cynicism. 
The fourth recommendation to build into the model is to 
highlight the need to actively support evaluation and review of 
development. Although this is mentioned specifically in the 
S.T.R.A.T.E.G.I.C. P.L.A.N. , there is an obvious need expressed 
by participants in the initial stage for ongoing and 
developmental planning. This is consistent with the literature 
in the area especially in the area of change. As indicated in the 
future trends identified by Beare (1990) and others at the 
commencement of this section, schools are dynamic institutions 
having to deal with increasingly complex issues. The 
preparation of leaders for effective Christian Brothers schools 
will require continual review of the situational data available 
each year. There needs to be updating of the data available on 
current and potential leaders such that an individual profile 
can be developed which will assist in matching the programme 
more effectively to the participating personnel. 
From the literature, it is evident, as well, that leadership 
development needs review against the changing challenges of 
the educational situation. The criteria for school effectiveness. 
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particularly for a Catholic school in an environment 
increasingly devoid of religious teachers, which is part of a 
wider Church milieu increasingly devoid of ordained clergy, 
requires more careful planning than previously. Consequently, 
the available data needs to be updated regularly and used 
effectively in the leadership development model. The 
inclusion of annual review procedures which will update the 
overall profile of the schools as well as the development of 
individual profiles of current and future leaders will assist this. 
The final recommendation for improvement to the process is 
the need to clarify the involvement of the local community of 
brothers in the overall leadership development programme. 
Two issues are important here. The first is that the decline in 
vocations to the congregation outlined in Section 2.4, has 
become more evident and there is a general ageing of the 
congregation with, in 1989, the average age being fifty-one 
years. The resultant increase in the number of retired or semi-
retired brothers living in the local communities means that if 
briefed properly, they may be prepared to assist in the local 
initiatives even though they are not still actively involved in 
day to day teaching. The special ability of these men. may be in 
the mentoring role, in sharing the history and traditions of the 
congregation. The S.T.R.A.T.E.G.I.C. P.L.A.N. calls for the 
specific teaching of the myths and the stories of earlier times 
and senior members of the congregation are well placed to do 
this. 
The second reason to improve the model in this area, is that the 
initiatives of the local brothers community can be assisted by 
all brothers across the province, whether currently in the 
schools apostolate or not, being exposed to the overall 
leadership development programme for the schools of the 
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province. This needs specific attention in the post initial stage 
and consequently it is recommended as a clarification in the 
model. 
In summary, the five recommendations for improving the 
leadership development process are; 
1. An annual conference for current leaders. 
2. A clarification of the programme sequencing. 
3. The selection and training of mentors. 
4. The active review and ongoing evaluation of the 
programme. 
5. The clarification of the local community involvement. 
The clarified model appears in the next chapter as D i a g r a m 
Alpha which replaces Diagram B. The implications for revised 
Diagrams C and P. the short and long term stages, will be 
significant but are beyond the timeline current for this study. 
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CHAPTER SEVEN: THEORETICAL AND PRACTICAL 
CONCLUSIONS. 
7.1: Introduction. 
In this, the final chapter of the study, the theoretical 
conclusions are drawn from the research. To remind the reader 
of the three research questions posed as the basis of the study 
they are restated here. They were: 
1. What qualities are desirable in future leaders of Christian 
Brothers schools in Queensland? 
2. What framework is appropriate to promote the develop-
ment of potential leaders for Queensland Christian Brothers 
schools? 
3. What outcomes create implications for the theory and 
practice of leadership development in Christian Brothers 
schools in Queensland? 
The implementation issues for leadership development at the 
province level occur in the succeeding two parts of this chapter. 
Then follows a fourth part of the chapter in which a number of 
recommendations for further research are offered. 
7.2. Theoretical Conclusions from the Study 
Introduction: 
This study contributes to the literature on the identification 
and development of leadership qualities in confirming three 
interdependent questions. 
a) The first proposition is that qualities desired in leaders of 
the schools of the Christian Brothers are enabling processes 
leading to the development of essential competencies. 
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b ) T h e second proposit ion is that, consistent with the 
development of the servant model of leadership, there are a 
number of significant factors necessary to ensure 
maintenance of the quality leadership of effective schools in 
the Christian Brothers tradition . 
c) The third proposition is that leadership development is 
interactive. This implies that all the stakeholders need to be 
involved in leadership development. 
These three propositions are discussed in detail in this chapter: 
then, following are the suggested recommendations which have 
emerged from the study. 
7.2.1. Qualities Identified: The qualities that were identified 
from the literature review are spiritual, professional and 
personal. These qualities are proposed as being the basis 
for the competencies of leadership in the pastoral, 
educational and managerial areas; and are represented 
in table three as illustrated below: 
TABLE THREE 
TITLE: LEADERSHIP COMPETENCIES DERIVED FROM ESSENTIAL 
OUALITIES 
QUALITIES COMPETENCIES 
Spiritual »> Pastoral 
Professional ^ Educational 
Personal ^ Managerial 
Qua^^ties Desired: Results of the two round delphic probe. 
(Section 5.2 of this thesis), recorded that the qualities sought in 
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future leaders of Christian Brothers schools in Queensland were 
identified in a seven point priority rating. These were; 
Priority 
First Priority 
Second Priority 
Third Priority 
Fourth Priority 
Fifth Priority 
Sixth Priority 
Seventh Priority 
Ouality. 
Personal Faith 
Personal Qualities 
Vision 
Commitment to the 
Catholicity of the School 
Administrative competence 
Commitment to the charism 
of Edmund Rice 
Teaching competence. 
As outlined, the quality of personal faith was seen as the 
highest area of priority. Within this section, the descriptor 
given the highest weighting was : 
It is desirable that leaders should have a personal lifestyle 
compatible with gospel values. 
Linkage of the personal quality to the pastoral competency is 
confirmation of the incarnational dimension stressed by Flynn 
(1985) in his study of the effectiveness of Catholic Schools. 
As with Flynn, the respondents in this study have located 
personal faith at the core of the leadership dimension. In 
stressing that "(Catholic Schools)... are involved in all 
dimensions of what it means to be fully human in todays 
society", Flynn (1985:20) reinforced the personal competency 
required of the leader of the Catholic school, and this is 
confirmed by the data of this thesis. 
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As seen in the literature, Jesus was able to work with 
brokenness and the full gamit of human strength and 
weakness. As the gospels of St Matthew records, (Matthew 
22:15), - Jesus was a realist who brought spiritual values to the 
most earthy of situations, such as this case when the Herodians 
tried to set a trap for him. The pastoral competence of the 
leader is often in situations that are similarly earthy. 
Consequently, effective education will take place, as the school 
community has committed itself to a goal or a mission. The use 
of this corporate goal or mission statement as a focussing 
document and a criteria for school decision making is a 
significant part of the sharing of vision. This study confirms 
the use of mission statement formulation processes as an 
effective means of assisting the wider school community to 
share the vision and evaluate success in meeting these goals. 
Consistent with the professional qualities identified are the 
personal qualities which enable managerial competencies to be 
developed. Again there is no attempt to separate the personal 
from the professional, except as a means of assisting in 
developing certain competencies. 
The other desirable competency brings the spiritual and 
professional qualities into the focus of the person. The leader 
is an individual who is unique. The managerial competence 
which is based in the personal qualities is not able to be 
clinically assessed separate from the personal gifts of the 
individual. 
The personal quality given the highest priority by the 
respondents was a genuine interest in the students, their 
welfare and overall development. 
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The second quality identified was compassionate justice, which 
these two statements weighted equally: 
The leader should be a person committed to justice, and the 
leader should have a love of children and teaching. 
The dimensions of this quality are clearly student centred. The 
managerial competence that emerges must be based in the 
purposes of the school and the central structures, discipline and 
pastoral procedures and all other administrative arrangements 
for which the leader is responsible need to be evaluated 
against this criteria. 
The educational and managerial competencies identified in the 
Texan research (McCorley 1987) are reflected in this study to 
the extent that respondents confirmed that the core task of the 
Catholic school is to be life giving. The leadership model of 
Jesus in John 10:10 -
"'I have come such that you may have life and have it to 
the full" 
is evident in the development of the competencies identified. 
7. 22. Significant factors. The second proposition is 
based on the development of the servant model 
(Greenleaf 1977) of leadership as the preferred 
leadership model. As well there are a number of 
significant factors which will help to ensure that quality 
leadership of effective schools can be maintained. 
While this study has focussed specifically on Queensland 
Catholic Schools in the tradition of the Christian Brothers, it 
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would be reasonable to apply the findings of this study as a 
framework for leadership development in schools more 
generally than the focus of this particular research. 
The factors that are considered significant in helping to ensure 
quality leadership are developed from the competencies based 
in the qualities model oudined above. There are four of these 
factors which are at the level of leadership skills as 
refinements of the broad bands of the pastoral, educational and 
managerial competencies. The factors are for the leader to : 
1. Establish relationships 
2. Share the vision and clarify the direction 
3. Develop effective means of school renewal 
consistent with the requirements of accountability 
to the mission. 
4. Recognise, reward and challenge the school 
community. 
Each of these factors needs to be analyzed, particularly in the 
context of the findings of the initial stage of the leadership 
development programme outlined in Chapter Six of this study. 
The common premise which underpins these four factors is 
that Christian Brothers schools aim at providing 'people first 
and task second' operations. Consequently the four leadership 
skills are based on the requirement that the leader is able to 
relate effectively with all of the members of the school 
community. Each quality identified in this study is based in 
the sense of community, which is consistent with the original 
mission and life style of the congregation. Reinforcing this 
value for future leaders, this study is restating the community 
nature of the school in the mission of the Church. 
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It is now pertinent to conceptualise the leadership role. 
It is evident that the leader provides a most important role 
model for students and staff. The qualities identified, while 
they confirm the transformational model of leadership 
favoured by Starratt (1985), introduce a further dimension. 
This is the need for the leader to be able to develop effective 
means of school renewal consistent with the requirements of 
accountability to the mission. 
School renewal processes are based in evaluation against the 
criteria of the philosophy or goals statement of the school. The 
critical factor for the leader is the evaluation of the structures 
of the school in terms of culture, celebrations, reward systems, 
policies and procedures. Underpinning the effectiveness of 
these procedures is the linkage of the personal vision of the 
leader to the mission statement.However the leader in a 
Christian Brothers school is required to act from the model of 
servant leadership.Greenleaf (1977:329), stressed that : 
"Servant leaders differ from other persons of goodwill 
because they act on what they believe..." 
It is in this context that the ability of the leader to recognise, 
reward and challenge the school community is identified as the 
fourth factor. A practical dimension of this aspect is that 
usually the leader will come into a school community that is 
already existing and after a set period of service, such as six 
years, will then move on. This enables the leader to bring 
objectivity and experiences of other situations to the school. As 
well, it reminds the leader to keep ensuring that the vision and 
the momentum of the school is not inextricably dependent on 
him or her. As a consequence, the wider school community is 
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challenged to accept more ownership of the mission. As this 
study has indicated, the decline of the numerical strength of 
Christian Brothers has created a concern in respect to future 
replacement of leaders of the schools. 
7.2.3. Interactive Leadership Development. The third 
theoretical conclusion of this study is that leadership 
development is interactive. This implies that all of the 
stakeholders in the school need to be involved in 
developing quality leaders. 
As a result of the evaluation of the initial stage of the 
leadership development programme, a number of elements 
were included in order to make the S.T.R.A.T.E.G.I.C. P.L.A.N. 
more effective. The plan requires initiatives at both the local 
and wider province level. The need for involvement in the 
leadership development activities of other agencies in the 
Church is stressed. 
The interactive nature of leadership development was 
identified from a number of elements. 
The first element is the need for ongoing conferences of 
current principals and members of school administrative 
teams. Participants considered that the initial stage must not 
emphasise the development of potential leaders to the neglect 
of current leaders. Consistent with this observation is the need 
for continued conferences with experienced and inexperienced 
personnel, for example in the general teaching and support 
staff group. This enables more effective learning to take place 
from conferencing in the mutually sharing mode as well as the 
input model. 
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The second element for inclusion which was recommended by 
for participants in the initial stage is a senior brothers 
programme. Because of the increasing age of the brothers of 
the province and the change in the profile of the staffing of the 
schools as outlined previously, the inclusion of senior brothers 
in the programme is considered important. There should be 
significant benefit in involving these brothers, who may be 
retired from active duty in the school, in the teaching of the 
traditions of the Congregation. In addition, this will permit the 
use of the expertise of these personnel as mentors for current 
and potential leaders. The encouragement and support that 
participants in the initial stage received from the senior 
brothers present at the Congregational conference centre 
supports this expectation. 
A third element confirming and supporting the conclusion that 
leadership development is an interactive process was a need 
expressed for the whole province of the Brothers to be briefed 
on the programme. This is intended to generate the support of 
all the brothers, whether actively involved in schools or not, for 
the leadership development programme. This is a statement of 
ownership as well as a statement about the ethos of the 
Congregation as outlined in section 2.3 of this study. The need 
to involve the wider community of the schools beyond the 
more evident groups such as staff is consistent with this 
recommendation. 
The interactive nature of leadership development is linked to 
the dynamic nature of schools. This is especially evident given 
the changes outlined earlier in this study. It is in this context 
that all of the components of the wider school community 
impact on leadership development. 
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From this research, the qualities sought in potential leaders 
from across the four elements of the wider community 
surveyed are remarkably consistent. While it may be 
simplistic to say that schools, like democracies, get the leaders 
they deserve, it is evident that the interaction of all of the 
stakeholders will improve the quality of leaders and the 
effectiveness of the schools. 
7.3 Practical implications for implementation 
There are a number of practical implications that follow from 
the theoretical conclusions to lead to implementation at the 
province level and in the local school community situadon. It 
is evident that the initiatives to be taken, at both levels, will 
overlap in certain areas. Implications for implementation at 
the province level are considered first. 
7.3.1 Practical implications for implementation at the province 
level 
The first implication. 
As outlined in the context of this study, the ten congregational 
schools form a significant part of the Christian Brothers 
province. However, there are Brothers working in another 
twenty locations across the province, some in schools, but 
others in a range of welfare and social work activities. While 
these recommendations will be concerned specifically with 
Congregational school leadership, there is regular transfer of 
Brothers from one location to the next. This requires that all of 
the Brothers be briefed on the leadership development plan 
and that it be accepted by all of the brothers as an important 
strategy in furthering the mission of the whole congregation. 
Further consideration of Diagram Alpha, (which appears on the 
next page) highlights the second implication. 
DIAGRAM ALPHA; SHORT TERM STAGE: POST INITIAL STAGE 
ANNUAL PROGRAMME FOR LEADERSHIP DEVELOPMENT 
IN OUEENSLAND CHRISTIAN BROTHERS SCHOOLS 
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The second practical impl i ca t ion is the involvement of the 
wider province needs to reflect a still wider involvement . 
Consideration of that outlined above, should be as part of the 
wider mission of the Church. The involvement of clergy and 
diocesan educational professionals has already begun as they 
because they were members of respondent groups to the 
modified Delphic probe used in the first stage of this project. 
However, there is a need to link this programme with various 
interagency leadership initiatives within the wider church. As 
some of these courses are formalised for certification purposes, 
there are distinct advantages in cross credentialling of 
programmes. This is especially necessary as the ten 
congregational schools span three of the five Queensland 
dioceses and negotiated staff exchanges were a strong 
recommendation from the analysis of the initial stage. 
The third practical implication for application at the province 
level is the need to further the notion of a confraternity of 
Christian Brothers schools. This is part of the sense of the 
mission of the Congregation and that the ten schools are not 
isolated units. The participants in the initial stage 
recommended that there be some practical steps taken in this 
direction such as a newsletter or some gatherings of staff 
members across the ten schools on a regular basis. A practical 
way for this to happen is the sharing of expertise across local 
school community initiatives. The teacher exchange 
programme will also assist. Some participants recommended a 
student exchange be developed beyond the normal sporting 
exchanges currently in place. 
The fourth practical impl icnr ion from this study is that the 
involvement of the principals of the ten schools is an 
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outstanding factor in ensuring the success of the programme. 
Current principals and senior staff need to be involved in 
analysing the research and assessing the implications for them 
and their schools. This will enable a level of ownership and 
commitment to it to be achieved such that the leadership 
development programme will be seen as an integral part of 
staff development and not "just another thing to do." 
The fifth practical implication is cost. This issue is the very 
practical implication of the costing of the programme . While 
the view is taken that the leadership development programme 
is a very necessary investment in the future of the 
congregational schools, there has been no hard data of cost 
assessment carried out. There are two obvious components of 
the overall costs. One is the expense of staging the staff 
development conferences with the associated costs of transport 
and accommodation. The second component is the cost of 
release time for supply teachers and other personnel to enable 
current and future leaders to attend programmes. 
The sixth practical implication is timing. A serious concern to 
be considered at province level is the actual timing of acdvities 
of the programme. As was evident from the analysis of the 
inidal stage, the absence of key personnel from their schools 
during term time is a significant difficulty especially for 
smaller schools. It presents further problems in the boarding 
schools. At the province level consideration will need to be 
given to the timing of development activities so that family and 
school duties time are not strained to the extent that the 
demands of the programme become a disincentive to potential 
leaders. 
Elements of the S.T.R.A.T.E.G.I.C. P.L.A.N. are; 
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S 
T 
R 
A 
T 
E 
G: 
I: 
C: 
Select all staff with a view to potential leadership 
Target potential leaders 
Renew their personal faith 
Affirm their vision 
Teach them the myths, the traditions, the stories 
Encourage their growth in skills development 
Goal set to develop their personal pastoral plan 
Individualise their learning 
Continually celebrate and challenge 
P 
L 
A 
N 
Plan at province and local level 
Local initiatives are most significant 
Actively support evaluation and review of development 
Negotiate the future with the stakeholders; 
and will need consideration in terms of this element of 
prioritization of these time constraints. 
The seventh implication is the recommendation there be a 
careful evaluation of the leadership development programme 
within the first five year period. This would involve aspects of 
qualitative research perhaps similar to that applied in the 
analysis of the initial stage. This involved a range of 
techniques. A series of in depth interviews with a sample of 
participants would be a useful approach to this evaluation. As 
a result, there may be changes to the strategies outlined in 
Diagram C. The success of the mentoring programme would 
also be a critical indicator of the quality of the overall model. 
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7.4 Practical implications for implementation at the school 
level. 
As with the wider province, there are a number of practical 
implications for implementation of the leadership development 
programme at the local school community level. The central 
issue in these recommendations is the acknowledgement that 
there are significant variations from school to school in the 
human and material resource levels available as well as the 
level of readiness of the school community to be involved. 
Linked to this awareness of the variations in resource levels 
and readiness, is the reality of the range of schools.The ten 
schools are spread throughout Queensland and even this 
geographical diversity alone is a significant factor. A relatively 
small boarding school with an enrolment of less than four 
hundred students in a comparatively isolated area such as 
Charters Towers is not as well placed to take inidatives as a 
large metropolitan day school in Brisbane which may have an 
enrolment in excess of twelve hundred students. The 
opportunity for tapping the resources of the wider community 
however may be easier in a country town where the school is a 
significant part of the community. Also some schools find 
attracting and maintaining quality staff quite difficult, whereas 
others, which may be perceived as more prestigious, have no 
difficulties in this crucial area. 
However, against this background, there are a number of 
recommendations for local initiatives which can be generalised 
across the ten schools. 
245 
a) The first of the leadership development implications is for 
each school staff to accept the importance of l e a d e r s h ip 
development as a focus for staff growth. While this will be 
aided by province wide initiatives, the provision of local 
opportunities for personal and spiritual formation is a high 
priority. While this will be assisted by local church and parish 
initiatives this research restates that highest priority needs to 
be given to the development of personal faith. 
b) Involvement . Within this context, the development of the 
involvement of staff, teachers and parents through existing 
structures such as parents and friends associations is the 
second implication at the local level. These groups in the school 
are often involved simply in fund raising or maintenance 
activities. There is a need to involve a wider range of 
personnel from the school community in decision making and 
policy formation such as to optimise the resources available. 
The development of school advisory boards currently in place 
in only three of the schools, will be part of this process. The 
formation of the personnel involved in these policy making 
roles is cridcal to the success of this recommendadon. The one 
school community involved in the initial stage may well be able 
to provide some peer resource personnel especially among 
parents to encourage others to be involved. 
c) In i t i a t i ves . It will be at the local level that the group 
identified simply as "the resistors" in Diagram Alpha are 
evident. Strategies to include those staff who personally feel 
uncomfortable with the mission and ethos of the individual 
school will need to be developed with great care and enormous 
attention to justice. Staff of other particular religious 
persuasion need to be provided with opportunities to at least 
understand the vision of the school. Some may choose not to 
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be involved even at this level. The initiatives at the local level 
consequently have to proceed with sensi t ivi ty and 
consideration. It is the local knowledge, aided by province 
resources in terms of key personnel especially, which can best 
address this situation. 
d) Mentors . The mentoring process outlined in the leadership 
development programme will also best be established in the 
local school community. The regular ongoing and often 
informal support provided for current and potential leaders by 
others is critical. As outlined previously, there may be a role 
for senior brothers in this process. However, the quality of 
trust and acceptance felt by the leader in the local community 
will be fabric against which leadership development will take 
place. The attention to the rituals and rubrics of community 
life given by all of the members of the school family will be 
significant determinant in this process. 
e) Consolidation. The final recommendation for consideration 
is for school communities to build on the work done in the 
initial stage. Small initiatives, which may appear even 
insignificant, are what is needed for the programme to be 
implemented. Regular evaluation of process using simple 
techniques and reflection methods which identify strengths, 
weaknesses, opportunities and threats, need to be built into the 
local agenda. With affirmation and professional support from 
the province level, local communities will be increasingly able 
to pursue the leadership development programme. 
7-5 Recommendations for future studies. 
As outlined in chapter three of this study, there has been 
considerable research on leadership in general and the topic is 
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fairly comprehensively represented in the literature. However, 
the more specialised area of school leadership, particularly in a 
"specialist" tradidon of schools, is not as well represented. 
From the considerations of this study there are two areas that 
need further research. The first being the factors necessary for 
the establishment of school climate for effective leadership 
development in Queensland Christian Brothers schools. In this 
study a range of factors which are conducive to leadership 
development were identified. However, there is a need for a 
longitudinal study to evaluate the effectiveness of the factors 
outlined, especially in the local school environment; and the 
effectiveness of outcomes arising from the implementation. 
The second area of research recommended for future study is 
in the clarification of effective skills for school leaders. 
International studies have identified some sets of effective 
skills for school leaders. Local studies have reported the skills 
needed by Australian school leaders and this study has 
idendfied some other skills for leaders of Catholic schools in the 
Christian Brothers tradition. There is need for these to be 
further verified particularly in the changing educational milieu. 
This will enable improved accountability and appraisal 
procedures to be effected which will assist in the future 
development of Australian Catholic school leaders. 
The third, and final area recommended is as outlined in section 
7.2, that there be an indepth analysis of the leadership 
development model as proposed in this research before the 
compledon of the fourth year of the programme. 
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APPENDIX ONE: 
Delphic Probe Round One Material 
1^ 
(Enngregatinn of (Sll\nBtmu Srntfiers 
PROVINCIALATE OF ST. FRANCIS XAVIER 
70 Ka.c SCreet. P.O. Box 46, Indooroopilly, Q. 406« Telephone ,07, m 4864 
Dear 
While conscious of the many demands on your generosity, I am writing to 
seek your help in a research project entitled -
The Qualities of Future Leaders of Christian Brothers Schools in Queensland. 
In order to assist with identifying these qualities and to enable the 
Congregation to further prepare potential leaders of our schools, we are seeking 
the assistance of some of the people with whom we work and some of the people whom 
we seek to serve. We are seeking to survey members of the wider Church through 
the Queensland Bishops and Clergy, school communities through parents, teachers, 
Catholic Education personnel as well as a sample of Christian Brothers across the 
province. 
The study is a part of a research project being conducted by Mr. Brendan 
McManus of the Christian Brothers Resource Team and is being supervised by members 
of the Faculty of Education at the University of Queensland. It will take perhaps 
an hour or two of your time spread out over the next six months in responding to 
three or four survey rounds which will come with stamped addressed envelopes for 
your replies. It is hoped to complete two rounds of the survey this year and to 
complete the remaining rounds in the first quarter of next year. Respondents will 
be asked mainly to prioritise a series of statements in various categories. 
The study is seeking to survey slightly in excess of one hundred respondents 
of whom each quarter is a random sample from these groups: 
1. Parents of present or past students of Brothers Schools - some of whom will 
be members of established groups such as Advisory Boards or Parents and 
Friends Committees. 
2. Teachers who work with us in our schools. 
3. Others involved in Catholic education such as the Bishops, Clergy and 
Diocesan Educational personnel. 
.^ Christian Brothers throughout this province. 
I hope that you will be able to assist us in this important project. We 
see it as most important to the future of our educational apostolate and in helping 
us effectively plan for the future well being of our schools. 
May I presume that you would respond positively to this invitation but, of 
course, would understand fully if you choose not to. Perhaps you could let Mr. 
McManus know (by telephone 07-378 0237) if you wish not to be involved. 
Thank you for your consideration of this request but especially for your 
support of the Brothers in their work. 
Yours sincerely, 
-fBf".-} LiTi M-^ rshall. CFC 
PROVINCIAL. 
2f 
CHRISTIAN BROTHERS' RESOURCE TEAM 
'Xavier', 
70 Kate Street, 
P.O. Box 46, Indooroopiily. Q. 4068 
Telephone: (07) 378 0237 
Dear 
Thank you for accepting the invitation from Brother Marshall to 
be a participant in the research project The Qualities of Future Leaders 
of Christian Brothers Colleges in Queensland. 
Your generosity and we hope your ongoing commitment to this 
important project is another reminder that busy people are the best ones 
to ask for help. 
As you may know, the Christian Brothers Resource Team which 
currently consists of Br. Barry Buckley, Br. Vince Connors and myself, has 
been recently established to assist specifically the schools apostolate of 
the brothers. One of our major responsibilities emerging is the development of 
inservice programmes for the staffs of the ten congregational schools 
especially in the area of leadership formation. Changes in education and 
in the staffing of the schools have challenged us to look carefully at the 
question of future leadership. 
There has been significant research in recent years on school 
leadership but there is little in the area of congregational schools -
hence this study. 
The research instrument being used is a modified Delphic probe which 
is well tried and effective. It begins with an open ended question which 
asks you simply to list four qualities you would think to be essential in 
future leaders of Christian Brothers Schools in Queensland. 
From that response we will generate various statements which you will 
be asked to prioritize and to return. 
You will notice a control number on the reply paid envelope. 
Envelopes will be accounted for before your response is processed. This 
enables consistency across the sample and ensures your anonymity. 
Thank you for your support of this initiative. Your commitment to 
it will be of tremendous assistance to us in our planning for the future. 
Could you please attend to the attached sheet and use the reply paid 
envelope to return it by Monday 23 October 1988. This will enable responses 
to be processed and returned for your next comment as soon as possible. The 
third round of the survey will not be until first term next year. 
We look forward to receiving your response. 
Yours sincerely, 
Brendan J. McManus 
Tor the Christian Brothers Resource Team. 
LEADERSHIP PROJECT: 
'ibl 
RESPONSE SHEET: ROUND ONE: 
RETURN DATE: 23 OCTOBER 
PROCESS; 
Please use the stamped addressed envelope enclosed. 
Please write within the four rectangles recording one quality 
in each. 
There is no need to list the qualities in order of preference. 
RESEARCH QUESTION: 
Four of the qualities I consider essential in future leaders of 
Christian Brothers Schools in Queensland would be: 
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APPENDIX TWO: DELPHIC PROBE ROUND TWO MATERIAL. 
Covering letter from the researcher. 
Survey Instruments: Part A. 
Part B. 
Compilation of the results of the second round material 
J« 
CHRISTIAN BROTHERS' RESOURCE TEAM 
'Xavier'. 
70 Kale Street, 
P.O. Box 46, Indooroopilly. Q. 4068 
Telephone: l07) 378 0237 
3rd November, 1988 
QUALITIES OF FUTURE LEADERS OF CHRISTIAN BROTHERS COLLEGES IN QUEENSLAND 
Dear Respondent, 
Enclosed is the second round instrument for you to consider 
and return in the attached stamped addressed envelope as soon as possible. 
The response rate to the first round was excellent and we are hoping you 
will be able to assist us again. 
The large number of statements generated by the respondents 
in the first round have been collated and sorted into sections representing 
similar intention. These representative statements are now presented to 
you for your consideration. 
For each statement would you please circle the number from 
one to five which indicates the weighting of importance you would give to 
that particular quality. The priority scale or degrees of importance 
indicator is explained as follows: 
Low Priority 1 2 3 A 5 High Priority 
On the last page of the survey, would you please rank the 
seven section headings themselves into an order of one to seven according 
to the relative importance of each of these areas of qualities. Would you 
please give a very brief supporting reason for your choice of the most 
important area of quality and for the least important area of quality. 
Reasons are not sought for the in between rankings. Again please give a 
Seven to the area of quality you consider most important down to a One to 
the area you consider least important. 
This second round of the survey is probably the most demanding 
of your time and we understand something of the conflicting demands on your 
time at this stage of the year. We are counting on your continual assistance 
to enable the project to be successful. Thank you again for your commitment 
to the development of future leaders of Christian Brothers Colleges in 
Queensland. 
The responses will be collated over the coming holidays. Could 
you please try to have your response back by MONDAY 27 NOVEMBER. Please 
note that to economise on postage the first three sheets are printed on both 
sides. 
Thank you again for your support. 
Yours sincerely, 
Brendan J. McManus. 
QUALITIE: jrijPE LEADERS CF CHRTSriAM E.FOThERS CGLLEGES IN QUEENSLAND 
SECTION ONE: VISION 
The Leader snould 
1, Be able to see what might be and lead towards it - a 
personal vision. 
2, Have a vision of excellence in academic and sporting 
matters. 
3, Have a vision which will encourage others to develop 
their own potential as people. 
4.. Be able to encourage a world view which encourages 
understanding of the interdependence of peoples. 
5, Have a vision of the wider role of the Catholic school 
such as in tne post school apostolate. 
€;, Have an awareness of the changing nature of society 
and the consequent need for the school to be dynamic. 
?. Have tne ability to share vision with others and to 
energise the school as a result. 
S. Have a practical and realistic vision of the role of 
the individual school in society. 
P. Be a prophetic person able to lead teachers in renewal 
and re-education for specific Catholic teaching. 
iO. Be preoared to demonstrate openness to change and to 
risk. 
11. Share a 'total' vision for Catholic education, embracing 
primary and secondary, systemic and non-systemic needs 
and problems. . 
12. Have a vision of, and practical respect for family life, 
with all its demands. 
CIRCLE WEIGHTING OF 
IMPORTANCE OR PRIORITY 
Low 
1 
High 
A 5 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
5 
5 
5 
5 
^ 
5 
5 
5 
^ 
-
^ 
(Cont'd, over; 
G.DMINrSTRATIVE COMPETENCE :Tr:N ^-.c: 
Leaders should 
Demonstrate sound o r g a n i s a t i o n a l s k i l l s s u i t e d to a 
modern day educat ion i n s t i t u t i o n . 
Be dependable and r e l i a b l e i n dec is ion making. 
Be fo rma l l y q u a l i f i e d i n educa t iona l a d m i n i s t r a t i o n . 
Be committed to p a r t i c i p a t i v e dec is ion making. 
See parent involvement as e s s e n t i a l i n the educa t i ona l 
process. 
Be committed to exce l lence i n l e a r n i n g . 
Demonstrate a p r o f e s s i o n a l involvement i n sound 
educat iona l t h i n k i n g . 
Be caoable o f making and t a k i n g d i f f i c u l t d e c i s i o n s . 
Be able to s e l e c t h igh q u a l i t y members o f s t a f f . 
Be comfor tab le w i t h the e t h i c a l and moral dimensions 
of a d m i n i s t r a t i v e dec i s i on making. 
Be able to take i n i t i a t i v e s . 
CL^CLE '.-.EIGHTLNC OF 
IMPORTANCE GR PRIORITY 
2. 
3. 
5. 
6. 
7. 
3. 
9. 
10. 
11. 
12. 
13. 
14. 
15. 
16. 
17. 
18. 
19. 
20. 
Be able-to get results. 
Understand the need for balance in the total 
curriculum of the institution. 
Be able to make decisions based primarily on the well 
being of the students. 
Have an ability to work with teachers - to be open and 
yet lead by example. 
Have an ability to work with the appropriate people to 
develop policies, practices, procedures, celebrations, 
rewards, remands etc. in accordance with the vision of 
the school. 
Have skill in recognising and developing the gifts of 
those being led. 
Have the ability to understand and appreciate the needs 
of a oiverse community. 
Have a personal commitment to each staff member, accept-
ing weaknesses as well as obvious talents. 
An aoility to prepare for the future in terms of planning 
for Cuiidings. land and physical Dlant. 
Low 
I 
1 
1 
1 
1 
1 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
High 
4 5 
4 5 
4 5 
4 5 
4 5 
4 5 
1 
1 
1 
1 
1 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
5 
5 
5 
5 
5 
1 
1 
1 
1 
1 
1 
1 
1 
1 
]_ 
2 
2 
2 
2 
2 
o 
2 
n 
2 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
4 
4 
4 
5 
5 
5 
C 
c 
c 
c 
c 
c 
;TIG:. :ACHiriG COMPETENCE CIRCLE :-£IGHTINC 
The Leaoer snould -
1. Have a sound knowledge o f teach ing p r i n c i p l e s and 
stanoards. 
2. Be committed to teaching as a vocation. 
3. Be in touch with the needs of the students and assist 
staff to implement the programmes and curriculum to 
meet these needs. 
A, Be enthusiastic for the love and joy of learning. 
5. Demonstrate qualifications and experience which 
provide a thorough knowledge of curriculum development. 
6. Be a successful teacher as instructor, disciplinarian 
and classroom manager. 
7. Be seen as a model teacher able to assist other staff 
to be better teachers. 
IMPORTANCE 
Low 
1 
1 
1 
1 
1 
2 
2 
2 
2 
2 
OR 
3 
3 
3 
3 
3 
PRIORI' 
Hit 
A 
A 
4 
4 
4 
1 2 
SECTION FOUR; CATHOLICITY OF THE SCHOOL 
The Leader should -
1. Demonstrate a commitment to justice throughout the 
operation of the school. 
2. Be committed to the servant model of leadership 
throughout the school community. 
3. Understand and implement the social teachings of the 
churcn in the total curriculum of the school. 
A. 3e an effective teacher and communicator of Religious 
Education. 
5. Be committed to building a school community based on 
Gospel values. 
6. Understand the theological foundation of the ministry 
of Catholic education within the post Vatican II Church. 
7. Demonstrate an enthusiastic commitment to the existence 
of Catholic schools in the evangelising mission of the 
Churcn. 
8. Be knowledgeable of the implications of the preferential 
option for the poor in the Catholic school. 
9. Be committed to the Vatican II sense of collegiality and 
subsidiarity in decision making, 
10. Be concerned about building and maintaining a positive 
partnership with parents in the education of their children 
11. Demonstrate a commitment to the integration of faith and 
life m the school context. 
Low 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
1 
2 
2 
2 
2 
2 
2 
2 
9 
9 
••~) 
3 
3 
3 
3 
3 
3 
3 
3 
3 
3 
4 
4 
a 
4 
4 
4 
4 
4 
i-* 
4 
^ l_ ' „ : ^ --1 I FGGR; ICI^ V OF THE SCHOOL Cont'd.) 
The leader should -
12. See the church as a discipleship of equals and to learn 
to work with women as partners. 
13. Have an ability to make the school part of the community, 
and for the community to 'own' the school. 
14. Be one who unashamedly lets it be known to the public 
what the scnool is trying to achieve. 
CIRCLE --.EIGHTING G-
IMPORTANCE OR PR IORIT 
Hig Low 
1 
1 
1 
1 
2 
2 
2 
2 
3 
3 
3 
3 
SECTION FIVE: 
Leaders should -
PERSONAL FAITH 
1. 
2. 
3. 
A. 
5. 
6. 
7. 
8.. 
10. 
11. 
12. 
lA. 
Have a personal lifestyle compatible with gospel values. 
Believe in the reception of the Eucharist as the source 
and summit of personal faith. 
Be a person of prayer. 
Be active in the pastoral initiatives of the local Church. 
Be at home with the spirit of the modern Church as the 
people of God. 
Demonstrate a balanced Christian spirituality. 
Be involved in ongoing personal faith development. 
Demonstrate a total but well balanced commitment to the 
practice of the Catholic faith. 
Possess a vision of church which will stress spiritual 
leaoership. 
Be able to share a deep spirituality convincingly with 
teachers, students and parents. 
Be committed to working for kingdom values. 
Be committed to evangelisation. 
Have a practical faith from which spiritual energy and 
direction emerge. 
Have Christian ideals. 
Low 
1 
1 
1 
1 
1 
1 
1 
1 
1 
2 
2 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
J 
3 
3 
Hig 
4 
4 
4 
4 
4 
4 
4 
4 
4 
i 
1 
1 
2 
2 
2 
3 
3 
3 
4 
4 
4 
err O^NAL CJALITI re CI-GLE .-.EIGHTING G 
IMPORTANCE OR PR 10 
The Leaoer should -
1. Be able to foster quality relationships as a healer, 
reconciler and team builder. 
2. Demonstrate a caring disposition that encourages 
self-esteem. 
3. Have good listening skills. 
A. Be able to delegate and to encourage initiatives among 
parents, staff and students. 
5« l-lave a depth and strength of character which enables 
others to challenge on issues in a positive way. 
6. Be a presence which enables ministry to others to take 
place. 
7,. Have a strong sense of leadership which utilises the 
diverse talents of teaching staff and the whole staff 
community. 
8. Be a person committed to justice. 
9. Have a high capacity to be involved with people on all 
levels: authorities, students, past students, parents, 
staff and the public generally. 
10. Have a well developed sense of humour. 
11. Be a compassionate person. 
12. Be courageous. 
13. Be flexible. 
14. Be sincere. 
15. Be durable. 
16. Have good self esteem. 
17. Have genuine interest in the students, their welfare 
and overall development. 
18. Be strict but fair with students. 
19. Be able to challenge and to deal with conflict 
positively. 
20. Be compassionate in responding to the genuine needs of 
the school community and not just hope someone else 
will look after them. 
21. Have good communication skills. 
22. Be able to inspire loyalty and to give loyalty to the 
whole school community. 
23. Have sound judgement which may lead to wise decisions. 
2A. Have an ability to be 'with' people where they are: 
parents, staff, priests, etc. 
25. Have a love of children and teaching. 
26. Be a supporter/inspirer of staff - a "thank you" person. 
Low 
1 
1 
1 
2 
2 
2 
3 
3 
3 
h 
4 
4 
4 
1 2 3 4 
1 2 3 4 
1 
1 2 3 4 
1 2 3 A 
1 
1 
1 
1 
1 
1 
1 
1 
1 
2 
1 
2 
2 
2 
2 
2 
2 
2 
3 
3 
3 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
4 
4 
4 
4 
1 
1 
1 
1 
1 
1 
2 
2 
2 
2 
2 
• - 1 
i. 
3 
3 
3 
3 
3 
3 
4 
4 
4 
4 
4 
A 
Xont'd. over; 
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SECTION 7: 'IGMMITMENT TO THE -^ CHARISM \T EGMU.ND RICE 
• Charism :; soecial or identifiable characteristic, 
The Leader should -
1. Be imbued with the charism of Edmund Rice and able to 
model this charism to others. 
2. Have the ability to convey to staff the Christian 
Brothers ethos so they can reflect it in school life. 
CIRCLE '.-.EIGHTING CF 
IMPORTANCE OR PRIORITY 
3. 
A. 
5. 
6. 
8. 
10. 
11, 
12, 
13. 
lA, 
Have a sense of the vision and mission of Edmund Rice. 
Demonstrate a particular concern for those who are poor, 
either materially, or in other ways. 
If at all possible, be a' Christian Brother. 
Have an awareness of the particular culture and history 
of the individual school. 
Have a real appreciation for the value and role of 
religious life in education. 
Have a clear understanding of the qualities expected 
in a graduate from a Christian Brothers College. 
Demonstrate a sense of the history and heritage of 
the Christian Brothers Congregation. 
Be an ambassador for the Christian Brothers making 
each school an Edmund Rice College. 
Be committed to the charter given the Christian 
Brothers by the Church - especially in education. 
Be willing to become involved in the ongoing training 
of leaders in Christian brothers schools. 
Continue to seek out the marginalised in the school, 
and to take positive steps to help them. 
Have a Jesus/Edmund Rice vision with a feeling for the 
past spirit of the Christian Brothers, but open to new 
styles of operation. 
1 
1 
1 
1 
2 
2 
2 
2 
3 
3 
3 
3 
4 
4 
4 
4 
5 
5 
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RETURN DATE: NOVEMBER 
QUALITIES OF FUTURE LEADERS OF CHRISTIAN BROTHERS COLLEGES IN QUEENSLAND, 
Would you please rank the seven section headings into an order of one to seven 
according to the relative importance of each of these areas of qualities. 
Would you please give a supporting reason for the quality area you consider most 
important and for the quality area you consider least important. 
Please rank most important with a 7 down to a 1 for the least important. 
Area of Quality 
Administrative Competence 
Catholicity of the School 
Commitment to the Charism 
of Edmund Rice 
Personal Faith 
Personal Qualities 
Teaching Competence 
Vision 
Rank 
Supporting reason 
(Only for most and 
important area) 
least 
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APPENDIX THREE: 
Survey of Principals of Queensland Catholic Secondary Schools 
U1 
:URVFY OF . I 1 i rt ^K. 
•oi'essior.al Develooment needs of Senior Personnel Queensland Cathol ic Secondarv 
Cchools. 
INTRODUCTION 
This brief survey seeks your assistance in improving the quality of preservice and 
inservice programmes being offered in Queensland for Principals and other Senior 
Personnel in Catholic schools. The Diocesan Directors of Education and major superiors 
of religious orders, especially the Christian Brothers, have asked for information as 
to ways in which suitable programmes could be developed. Your contribution to this 
process is obviously most significant. 
You are asked to complete the survey sheet and return it to me either during the 
conference or by mail. An addressed envelope is attached for your convenience. 
Returns by Friday 31 May will assist the working party to make recommendations which 
may be able to be implemented this year. 
The survey is in two parts: (1) Content. 
(2) Type of programme. 
Firstly 
Do you see a need to provide specific programmes 
for leaders of Catholic Secondary schools. 
Where should the emphasis be? Preservice only: 
Preservice and Inservice 
Inservice only: 
j : ^ .3 
N© 
: 
1 1 
a 
a 
n 
D 
01 
02 
01 
02 
03 
PART ONE: Content Element of the Prograjnme: 
These questions deal with some aspects of content often included in professional 
development programmes. If programmes are to be offered, please indicate the importanc 
you would give to each of the following for inclusion in a programme for prospective 
or recently appointed leaders of Catholic Schools, 
(A weighting of one indicates very high priority down to a weighting of five which 
indicates a very low priority. Please tick the column of the priority weighting 
you think applicable.) 
Please add (and weight) other components you think should be included. 
Section A: Faith Development Component. 
2A1 
2A2 
2A3 
2A4 
2A5 
2A6 
2A7 
2A8 
2A9 
Philosophy of the Catholic School 
Church teaching on Social Justice 
Church Documents on Education 
Leadership in Prayer 
Personal Spirituality 
Update on methods in Religious Education 
Church/Diocesan/Order organization 
Moral Theology 
Church Teaching on Ecumenism 
1 
C\J 3 4 5 
nc 
Section f. ersonal/Professional Element; .r.e is the highestj 
2B1 Coping with stress 
2B2 Office management 
2B3 Interviewing skills 
2BA Financial Administration 
2B5 Supervision of staff 
2B6 Computers in education administration 
2B7 Compilation of Government returns data 
2B8 Leading school boards 
2B9 Time management 
2B10 Participative decision making 
2Bn Curriculum development 
2B12 Improving techniques of teaching/learning 
2B13 School/Community relationships 
2B14 Role clarification techniques 
2B15 Fund raising 
2B16 Keeping professional reading up to date 
2B17 Industrial matters 
2B18 Motivation of staff 
2B19 Discipline style in secondary schools 
OTHERS YOU 
WISH TO INCLUDE 
PART TWO: Models of inservice 
1 3 
1 
1 
i 
1 
A 5 
This section deals with seeking your advice about the most effective style of inservice 
we could organize for Senior Administrators in Queensland Catholic Secondary Schools. 
Again please indicate your advice by ticking the appropriate column where 1 indicates 
you strongly agree through to 5 which indicates you strongly disagree. 
3A1 
3A2 
3A3 
3AA 
3A5 
3A6 
3A7 
Preservice 
A preservice programme should be 
compulsory before appointment. 
A preservice programme is highly 
desirable before appointment. 
A preservice programme should be a 
minimum of three days. 
A preservice programme should be a 
minimum of five days. 
A preservice residential programme 
should be introduced. 
A preservice programme should be 
held in October/November each year, 
A preservice programme should be held 
in January each vear. 
1 2 3 A 5 
n 
PAR; (Co.ntinued) 
Inservice 
3B1 A residential inservice programme should 
be offered regularly. 
3B2 A residential inservice programme should 
be three days minimum in length, 
3B3 A residential inservice programme should 
be five days minimum in length, 
3BA Senior Administrators should be offered 
an inservice programme after one years 
service, 
3B5 Senior Administrators should be offered 
ongoing inservice each year. 
OTHERS YOU 
WISH TO 
INCLUDE 
1 2 3 A 5 
5 
Thank you again for your assistance. 
Yours faithfully, 
B,J, McManus 
for the working party. 
RETURNS BY THE 31 MAY WILL BE THE MOST USEFUL. 
m 
APPENDIX FOUR: 
Statement of Principles regarding education in schools 
conducted by the Christian Brothers, 
./otc\ J ^ 
' . ' - i t . I 
fl STATEMENT Z~ PRINCIPLES REGARDING EDUCATION IN SCHOOLS OPERATED BY THE CHDISTIAN BROTHERS. 
(DRAFT - SEPT. 1988. ) 
Since 1802 the Christian Brothers have conducted schools solely to further the mission of the 
Catholic Church. Schools conducted in the St. Francis Xavier Province (Old-N.T.) aim to be 
faithful to this. Every memoer of a school's staff, whether teaching or support, shares with 
the Brothers in this mission. 
The task of the Catholic School 
"is fundamentally a sunthesis of culture and faith, and a swnthesis of 
faith and life: the first is reached b'j integrating all different aspects 
of human knowledge through the subjects taught, m the light of the Gospel; 
the second in the growth of the virtues characteristic of the Christian." 
(The Catholic School, Roman Document, 1977.) 
This same goal is expressed by the Queensland Catholic Community which desires its schools to 
be communities of faith 
"...^ •here the Christian spirit and values will take precedence over all 
other values, will permeate all areas of learning and school life, determining 
the whole atmosphere of the school." /_ • t r- 4-u i • r u i ^ m n \ 
(Project Catholic School. 1979.) 
"his broao ^nilosoohical stance reveals a concern for an education that ccT;oines souna 
knowleage ana skills with an overall personal development rooted in Christian values. Such an 
education involves a high level of inter-personal transaction between teacner ana pupil. 
Pope John Paul II has soelt out key implications of this for teacners who work in Catholic 
schools: 
"The Church looks upon you as co-workers with an important measure of shared^ 
responsibility To you i t is given to create the future and give i t 
airecticn by offering to your students a set of values with which to assess 
their newly discovered knowledge (The changing times) demand that 
educators be open to new cultural influences and interpret them for young 
puDils m the liaht of Christian faith. You are called to bring professional 
competence and a high stand,ird of excellence to your teaching but your 
responsibilities make demands on you that go far benond the need for pro-
tessicnal skills and competence through you as through a clear window on 
a sunny day, students must come to see and knew the richness and loy of a life 
^ived m accordance with Christ's teachmi, m response to his challer.o ma 
oenands. To teach means not only to impart what we know, but also to reveal 
who we are bu living what we believe. I t is this latter lesson wr.icr. tends 
.: last the lonoest." (Address to Catholic Educators, i:.3.198A.) 
'his onilcsonny of Catholic Education, expressed in a growing number of documpnts and policy 
statement?, ever the last decade, guides the Catholic School in its functicnino. .-ihilst it is 
accountaoie to the community at large for the provision of quality eoucation to voung citizens. 
it is also accountable to the Church communitv for providing this within t"= context of 
cnristian gospel values as espoused by the Catholic tradition. 'he Catholic School is more 
than an eaucative institution; it is a key part of the Church, an essential element in the 
Lhurch's mission. So too the teacher in the Catholic School is more than an employee; he/she 
ministers m the name of the Church and of the Gospel m one way or another. 
---very teacner in the Catholic School has an indispensable role to play. It is e'^oected of all 
teacners emoloyeo in a Catholic School that they: 
(1) he Qualified as reauired by State Authorities; 
(ii) 
(iii) 
ce committed to regular on-going professional development; 
accent the Catholic educational philosophy of the school; 
^^ ^ jeveloD and maintain an adequate understandina of those aspects of 
Catholic teaching that touch upon their subject areas; 
ctrivp bv their teaching and personal example to inculcate in students 
an appreciation ana acceptance of Christian teachinq and values; 
ivi) avoid, whether by word, action or known lifestyle, any influence upon 
cludont'-, that is contrary to the teaching and values of the Church 
communitv in wnnse name thoy act. 
[V 
.,./2 
Vk 
CHRISTIAN BROTHERS' SCHOOLS: 
Schools operated by the members of a particular religious order inevitably imoibe something 
of the spirit of that particular oraer. The following brief extracts from tne Christian 
Brothers' book of Constitutions and Statutes proviae some insight into the spirit which we 
strive to make evident in our schools. 
The Spirit of the Lord has been given to me, 
for he has anointed me. 
He has sent me to bring the good news to the poor, 
to proclaim liberty to captives 
and to the blind new sight, 
to set the downtrodden free, 
to proclaim the Lord's year of favour. 
Lk. H : 18 — ly . 
Constitution 25: As Christian Brothers, sharing the charism of Edmund Rice, we are moved 
by the Spirit to be aware of the providential presence of the Father in our lives, and to 
respond to Christ, present and appealing to us in the poor. 
As apostolic religious we are missioned by the Church for the evangelisation of youth, and 
especially for the eoucation and care of the materially poor. 
Constitution 28: We are constantly challenged in our educational apostolate to develop 
curricula wnich promote the harmonious growth of the whole person - a synthesis of faith, 
life ana culture. 
Our Catholic colleges, schools and other centres offer us privilegea opportunities for the 
evangelisation and care of youth. In the tradition of our founaer, we are pastorally con-
cernea for all our students, but especially for those who are most deprivea. 
Statute 29.1: The Church urges all who minister in her name to ensure that their 
activities witness to the demands of justice. The brothers are called to provide suitable 
catechesis by wnich their students are led to commit themselves to building a more just 
society. 
The brothers aim to develop their schools as communities of faith where all respect one 
another as children of God. In those places in which they have responsibility for the 
governance of the schools they try to ensure that the apostolic gifts of all staff are 
developed and integrated into the eoucational apostolate. 
Document of the 1983 Qld/N.T. Provincial Chapter: The Spirit of Jesus inspired Edmund Rice 
:na in faith to the cry of the poor. • ,--i ^ c c —, T 
The same spirit moves his brothers to seek out and to help those in neea. especially the 
materially poor, whom they try to bring to a aeeper awareness of God's presence in their 
lives and of their dignity as His children. This they do mainiy tnrougn tne ministry of 
Christian education. 
The crcther Provincial, 
St. Francis Xavier Province, 
70 Kate Street, P.O. Box AG, 
INDOOROOPILLY. Q. A068. 
21 
APPENDIX FIVE: 
Letter of thanks to participants in the Delphic Rounds 
21h 
( HRISTIAN BROTHERS' RESOURCE TEAM 
Xavier', 
70 Kate Street, 
P.O. Box 46. Indooroopilly. Q. 4068 
Telephone; |07) 378 0237 
Dear 
You will recall that towards the end of last year, you accepted 
an invitation to participate in some research into the qualities of future 
leaders of Christian Brothers schools in Queensland, 
In writing to thank you for your contribution to that study, I 
wanted to be able to share the results with you. Hence you are receiving 
this letter after more delay than would be usually courteous. 
The four groups of respondents were sampled from:-
1 Clergy and Catholic Education Office personnel, 
across the five Queensland dioceses. 
2- Christian Brothers from across the province. 
3- Teachers across the ten congregational schools 
in Queensland. 
^- Parents from the ten congregational schools in 
Queensland. 
In all there were in excess of one hundred and twenty respondents with a 
reply rate of 93%. A marvellous indication of practical support for 
the brothers schools from very busy people across Queensland. 
Initially it was thought that more than two rounds of survey 
would be necessary, but you would be pleased to know that is not the case 
so it is quite safe to read on! 
While there were variations from one group to the other, the 
final priority order of qualities when the four groups are aggregated and 
weighted equally is as follows:-
1 • Personal Faith 
2. Personal Qualities 
3. Vision 
.^ Commitment to the Catholicity of the School 
5. Administrative competence 
6. Commitment to the Charism or Edmund Rice 
Teaching competence. 
./2. 
a 77 
- 2 -
With this leadership profile in mind, we are now refining a model 
which will give direction to the leadership development programme for 
Christian Brothers schools. It is hoped to have this material, at least in 
draft form, for consideration at the Christian Brothers principals 
Conference in May, After further refinement, it will be submitted to the 
incoming Provincial Council for their consideration as an action plan for 
the future in this very important area. 
Please accept our thanks for the time and effort you gave in 
assisting in this project. As it is developed further, we would only be too 
pleased to share it with you. 
One of the favourite sayings of Edmund Rice was -
"One thing you may be sure of, that whilst you 
work for God, whether you succeed or not, he 
will amply reward you", 
May you be so deservedly so. 
Sincerely, 
B.J, McManus. 
'^IB 
APPENDIX SIX, 
TABLE OF SCHOOL EFFECTIVENESS. MULFORD [1986] 
171 
Factors Mellor & Chapman Caldwell & Misko Hyde & Werner 
1. Sense of Mission Clarity of purpose. A set of objectives A planned emphasis on 
Clear, well-formulated it hopes to attain, goal-focused activities 
objectives, strong task High involvement that were directed 
orientation. of staff in the towards clear, attainable 
development of and relevant objectives. ' 
these objectives. Shared consensus on 
High Commitment values and goals. 
and loyalty to Total staff involvement 
school goals and with activities/ 
values by 
principal, 
teachers and 
s tudents . 
A set of values 
it considers 
important. 
Part icipatory 
decision-making. 
programme directed 
toward improvement of 
learning outcomes. 
2. Great 
Expectations 
Expectations and 
standards. Academic, 
personal, social 
expectations are 
clearly enunciated 
and student progress 
is carefully 
monitored. 
Recognition of 
achievement. An 
emphasis is placed 
Students, principal 
and teachers with 
high expectations 
for academic 
achievement. 
Expectations that all 
students will do 
well. 
li^ 
Factors Mellor & Chapman Caldwell & Misko Hyde & Werner 
on achievement and 
success commensurate 
with ability. 
3. Academic Focus Stable, well-defined 
curriculum. An 
orderly structured 
programme designed 
to cater for a 
diversity of student 
ability and interest. 
Co-curricular 
activities. Rich, 
varied and 
appropriate to the 
interests and future 
life paths of students. 
A well-planned, 
balanced and 
organised pro-
gramme which 
provides for con-
tinuity of child's 
development. 
A programme 
which provides 
students with 
required skills. 
Objectives related 
to the elimination 
of prejudice. 
An integrated, 
school-wide 
emphasis upon 
skills relating to 
the intellectual, 
social, personal and 
physical development of 
individual pupils. 
m 
Factors Mellor & Chapman Caldwell &. Misko Hyde & Werner 
4. Feedback on 
academic 
performance 
Clear, understandable, 
short and long range 
plaiming, and the co-
ordination of these 
through effective 
monitoring/evaluation 
activities. 
Observable evidence 
that there was a 
flexibility in programmes 
which facilitated 
implementation, adaption 
and refinement, supported 
by effective monitoring 
and evaluation practices 
5. Positive 
motivational 
strategies 
Positive student 
response to the 
curriculum, to 
staff competence, 
effort, approach-
abi l i ty . 
A climate of trust 
and openness of 
communication. 
High student 
morale. High 
teacher morale. 
m 
Factors Mellor & Chapman Caldwell & Misko Hyde & Werner 
6. Conscious Cooperative inter-
attention to personal relation-
(a positive, safe, ships. Underlying 
ordered 
community) 
climate 
value of concern for 
people. Emphasis on 
the importance of 
mutual respect, 
teamwork, trust, 
tolerance, 
consideration. 
Commitment and 
cohesiveness, A 
spirit of cohesion 
and, among staff, 
enthusiasm, accept-
ance of school's 
purposes and values 
by staff, students 
and parents. 
Sense of continuity. 
Tradition, sequence. 
A climate of A commitment to the 
respect, mutual forging of positive 
trust and apprec- relat ionships, 
iation between A high degree of 
teachers & students teacher empathy. 
Value system rapport and personal 
which includes interaction with pupils 
s tudents ' respect and parents, 
for themselves, A positive school 
others and the climate, with high 
property of others, levels of supportive-
Good discipline, ness, social cohesive-
including few ness and low levels of 
occasions where dissatisfaction, 
senior adminis- Well-structured 
trators need to be teaching programmes 
directly involved and classroom 
with discipline. activit ies. 
High levels of 
cohesiveness and 
team spirit among 
teachers . 
Pleasant, exciting and 
challenging environ-
ment for students 
and teachers, 
teachers . 
Factors Mellor & Chapman Caldwell & Misko Hyde & Werner 
(Administrative) Leadership, Admin-
Leadership istrators display 
commitment to clear, 
well-formulated 
objectives; display 
initiatives, are 
highly supportive 
of staff, encourage 
others to accept 
responsibi l i ty . 
Principal who is Well-developed systems 
responsible to and of school-level teacher 
supportive of the development, 
needs of teachers, A visible system of 
is aware of and "rewards" and 
involved with what acknowledgement for 
is going on in individual teachers' 
classrooms; efforts that include 
enables the sharing recognition by the 
of duties and principal and colleagues, 
and resources to and, in some instances, 
occur in the most parents , 
efficient manner; 
has a flexible 
administrative 
style; sees that a The effective management 
continued review of time and resources 
of the programme within those constraints 
occurs and that that exist for the school, 
progress towards A total staff involvement 
goals is evaluated; with activities/ 
provides approp- programmes directed 
riate feedback; toward improvement 
allocates resources of learning outcomes, 
to meet school Well-managed school-
needs; establishes level decision-making 
effective relation- processes which 
ships with Educa- include the use of key 
lion Department, teachers, outside 
5t^ 
Factors Mellor & Chapman Caldwell & Misko Hyde & Werner 
community, parents, experts and a variety 
teachers and of data, 
students; is 
willing to take 
risks; is concerned 
with own professional 
development; 
encourages staff 
involvement in pro-
fessional development 
programmes and makes 
use of the skills 
teachers acquire in 
these programmes. 
^sff 
Factors Mellor & Chapman Caldwell & Misko Hyde & Werner 
8. (Other) 
(Teachers take 
responsibili ty.) 
Staff stability. 
Minimal turnover, 
maturity, pro-
fessionalism, 
acceptance of 
delegated 
responsibi l i ty . 
Strong commitment Stability and continuity 
to learning. of key staff. 
An acceptance by 
principals and teachers 
of a positive 
accountability, and 
the acknowledgement of 
personal and collective 
responsibility for 
learning outcomes. 
Principal and teachers 
who were confident of 
their own abilities and 
perceived no threat to 
themselves in proposed 
changes. 
M 
Factors Mellor & Chapman Caldwell & Misko Hyde & Werner 
(Parental 
involvement) 
Positive community 
re la t ionships . 
Community support 
of the school 
fostered through the 
provision of a 
school programme 
which conforms to 
parental expecta-
tions , 
frequent and 
thorough interaction 
with parents, 
encouragement of 
commimity use of 
school facilities. 
High levels of 
parental involve-
ment in educational 
activities of their 
chi ldren. 
High levels of 
parent involvement 
in decision making. 
iS7 
Factors Mellor & Chapman Caldwell & Misko Hyde & Werner 
(System support) Sufficiency of 
resources. Human, 
material, financial 
resources adequate 
to meet needs. 
Adequate resources. An emphasis upon 
Motivated, talented teaching strategies 
and capable 
teachers 
rather than only 
instructional 
resources. 
Principals and 
teachers who 
accepted that they 
had some autonomy 
in devising solutions 
to local problems, but 
felt confident that 
these could be shared 
with the regional 
administrat ion. 
iss 
APPENDIX SEVEN 
The four day conference prograimne and a sample 
of the evaluation instrument completed by 
conference participants. 
m 
Conference of Senior Personnel in Brothers Schools 
Xavier: Feb 28 - March 3. 1989 
Tuesdav 28 February Dav One: Chairman Br Vince Connors 
10.15: Regisiraiion. Morning Tea. 
Settle into rooms etc. 
11.00: Welcome: The Provincial 
Introduclions/Expeciations/Hopes: Brendan McManus 
Some thoughts on the Founder: Br Larkin 
12.30: L u n c h 
1.30: You: Spirituality, (i): Br Tony Hempenstall 
3.00 Afternoon Tea 
5.00: Pa ra l i t u rgy 
Drinks 
6.00 
7.30 
9.00 
D inne r 
You: Spirituality, (ii): Br Tony Hempenstall 
Evening Prayer/Supper 
Wednesday 1 March Day Two Chairman Br Barrv Buckley 
7.45: Breakfast 
8.45: Morning Prayer 
Some Perspectives on a Christian Brothers' 
School: Br Charles Dillon 
10.30: Morning Tea 
11.00: Some perspectives on Christian Brothers' 
Mission: Br Dan Counney 
12.30: L u n c h 
1.30: Some perspectives on leadership (i) Brendan McManus 
3.00: Afternoon Tea 
3.30: You: Spirituality, (iii) Br Tony Hempenstall 
5.00: P a r a l i t u r g y 
Dr inks 
D i n n e r 
No Evening Session 
Thursday 2 March Dav Three: Chairman Br Bob White 
7.45: Breakfast 
8-45: Morning Prayer 
Some Perspectives on Leadership (ii) Brendan McManus 
10-30: Mornine Tea 
H'b 
11.00: 
12.00: 
1.30: 
3.30: 
5.00: 
6.00: 
You: Spirituality (iv): Br Tony Hempenstall 
L u n c h 
Interest Papers 
Chapter Issues 
Afternoon Tea 
Conference Eucharist 
Presentation of Certificates 
Conference Dinner 
} College Principles 
are also invited 
Friday 3 March 
8.45: 
10.30: 
11.00: 
Dav Four: Chairman Brendan McManus 
12.30: 
1.30: 
Morning Prayer 
So what have we heard: Panel of Previous Speakers 
How do we take it back? 
Morning Tea 
Summat ion 
Goal Setting 
Review/Evalua t ion 
Chapter Submission thoughts 
L u n c h 
Commissioning and Conference Closing. The Provincial. 
w 
COSPIBS CONFERENCE EVALUATION 
As this has only been the third year in which conferences of this type have been held for our 
school communities, we are very interested in, and would value your comments on COSPIBS. 
In particular we would welcome feedback along the lines outlined in the following questions. 
1. Please circle one number to indicate how you would rate the conference overall. 
very poor 
1 2 3 4 
very well worthwhile 
5 
2. What was the most significant or worthwhile aspect of this conference for you? 
3' Please comment on: 
( i) the nature and style of the input 
i i) the content and relevance of the input -
i i i ) the manner of delivery of the input 
iv) the group discussion -
(a) did it help you process the conference? 
(b) how could/should it have been used differently? 
J t 
4. What, for you, was the most significant topic addressed in this Conference? 
J.. Regarding the preparatory information for COSPIBS, please advise us 
( i) Was the material you received adequate? 
(i i) What additional material would you have wished to receive? 
Any other thoughts you have on the preparation aspect of this conference? 
5. Could you suggest some thought about how we could best convey this COSPIBS type of 
formation experience to all the staff members in our schools? 
?. Any further reactions and comments particularly about improving further 
conferences? 
S. What follow-up would you desire' 
The Conference facilities - any comment: 
Thank you for being with us during these days. We value your insights and look forward to 
hearing further from you and working further with you. 
Hi 
APPENDIX EIGHT 
A sample programme for the two day 
staff development programme. 
m 
- Two Dav Conference 
PROGRAMME 
Day One: 
8.45: Registration: Conference Room 
9.00: Conference Opening: Welcome and Introduction 
Aims of the Conference - Brendan McManus 
9.30: Edmund Rice - A Man for All Seasons. Br Vic Larkin 
10.30: Morning Tea 
11.00: Personal Formation - I: Who is God for Me? Br Denis Hemon 
12.30: L u n c h 
1.15: Perspectives on Christian Brothers Mission. Br Dan Courtney 
2.30: Afternoon Tea 
3.00: Perspectives on Christian Brothers Schools. Brendan McManus 
Paraliturgy/Reflection Time. Br Denis Hernon 
4.00: End of Day One. 
Dav Two: 
9.00: Morning Prayer 
Personal Formation - II: Companions on the Journey. Br Denis 
Hernon 
10.30: Morning Tea 
11.00: The Individual as Leader. Brendan McManus (A Hypothetical) 
12.30: L u n c h 
1.15: Hopes for the Future: Some current initiatives: Three visiting 
speakers . 
Goal Setting 
Conference Evaluation/Recommendations for the future 
Closing Paraliturgy 
3.30: Afternoon Tea Conference Closes. 
-lis 
APPENDIX NINE 
Transcripts of the discussions conducted 
as part of the Case Study as outlined in 
Section 4.4. 
M 
TRANSCRIPT 
ONE. 
ni 
Hesearcner: 
VJe are reflecting particularly on the conferencing 
process within the overall leadership development programme and I would 
be interested to focus in a couple of particular areas of the conference 
itself in terms of the qualities of the things you saw coming through 
in terms how the conference, and the things that went on around it, have 
helped you perhaps in understanding more about what we are on about in Christian 
Brothers schools, which isn't brand new to you because you have been in one 
for a long time, but there may be some new insights into that. In terms of the 
Personal Faith dimension the spirituality side of life, and then in terms of 
particularly the vision, the vision you have - perhaps how that's changed or how 
that is changing or how the conference helped that, if it did. And then the 
overall sort of thing. Give us ways as to how we can help someone like you who 
is in a key quality leadership job. Critical role, a new role - what are the 
sorts of things we can do to help you develop the qualities which you would 
see as desirable and from that, what are the other ways that the Congregation 
can help you, as someone who is a very important employee in that industrial 
sense, but hopefully it's not just an employee/employer relationship, that it's 
very much a share sort of thing. 
So how about if we start with the conference and then 
we'll finish up over all sorts of areas, and as I have said, the process is 
that I'll come back to you with a transcript of what we say all being well, 
and then my task as a researcher - and I'm wearing a researchers hat today -
because as you know, the Provincial Council have asked that we analyise what 
we did in that initial stage, and we come back to them. So it's a superbiased 
project from the sense of the University as well. So if you are happy to range 
over that area of things and^  perhaps to talk about the conference itself. How 
it helped, what was good about it, was the organization of it, the pace of it 
whatever any other aspects of it. 
Participant: It's been a little while so the reflection is 
possibly a little slow and nebulous to come back, but 
bring me back on topic if I get off topic. 
My impressions of, first of all, the invitation to attend 
was one of considerable degree of fully welcome for the 
opportunity. I thought it was tremendous to be exposed 
to the leaders and the decision makers and the shakers 
in the Christian Brothers, to meet them personally first 
of all and to hear thera speak of their deep convictions, 
to hear them say what they thought the direction of the 
Brothers would be and to be open to criticism of that, 
to ask for input into that directional mode that they're 
on. So I appreciated that, from that point of view. 
I think another very very deeply appreciated thing, and 
I feel bad that I haven't followed this up on a personal 
level more, is the tremendous respect that I've picked 
up from a large number of people that I was on the 
conference with, the exposure of the dedication that 
these people have, and to see ourselves as Christian 
Brothers schools as a unity, not as a Christian Brothers 
school here or a Christian Brothers there, but it seemed 
that the conference was beginning to get that Christian 
Brothers unity to come through even in the personal 
meaning and sharing of feelings and hopes and projects 
around the different campuses, .^.o I appreciated that. 
The other thing that I found really good and i: •.•;asn' t 
a high point of the conference, was the availability 
of the reading and there were a lot of good volumes there 
that probably should be in every professional staff room. 
m 
There were some things. 
Spirituality - what aspects of spirituality of myself 
that it would touch, I think the reading is an intra-
spective prod. I think to see in your daily life 
the dedication that men have made to the profession 
has to affect you in a spiritual sense, not necessarily 
the narrow definition of spirituality but certainly 
I think that I would draw upon that dedication from 
these men. That would be a strength to me in times of 
some doubt, I guess. Maybe I'm getting of topic. 
Researcher: 
No I think we're in that whole sense of the conference as 
an experience for you and obviously, this discussion whilst it has a 
research component, is also saying if it's important let's talk about it. 
What other sorts of things is a question we'll come to a bit later, what 
are the other things we need to do more of. But lets stick with this for 
the moment. 
Participant: I looked at the focuses of the care for the poor and 
saw the dedication for that. The other focuses for 
the Chapter's deliberations and I saw that there was 
a tremendous dilemma that is faced even in the definition 
of the poor and once we define them within our own 
College how best to deal with them, nobody's got a ready 
answer. And then we see is the answer the Terry Kingston 
concept of getting out into those poor areas and 
establishing a different type of school. And then within 
our own traditional types of school what do we do. And 
then a dichotomy between care for poor and care for 
the non poor that we cannot jeopardize one or the other 
by over-emphazising within a limited traditional situation 
what we are able to do. And I think we would like to be 
all things to all men but I think that we are fairly 
handicapped in the traditional school of being all things 
to all men. Maybe with different reorganizational 
commitments we can do a better job than we are doing and 
I don't know if I'm clear on that. 
Researcher: Keep going with that, because that's an important issue. 
Participant: I guess in a traditional school, a trite phrase that I 
would use quite often, is that we inherit what we nurture. 
And I am a very difficult phase of saying when do we cease 
to nurture in the traditional school because we cannot 
further help the kid and maybe in his best interest we've 
got to say - go to another establishment, or go to Tafe, 
or go some place, but we can't seem to help you any further. 
Researcner: So do you mean it's a question the dilemma that you're 
speaking of is really a question of vision is it? 
Of what are we trying to achieve, what is our goal, how 
best for this kid and therefore, what should be do? 
Participant: How best for the kid, first and foremost and then how best 
to meet the needs of that individual kid but also meet 
the needs of the "un-needy". And obviously there is no 
un-needy boy in any Christian Brothers school. But so that 
If 
we don't set up a aichotomous situation in tne boys 
points of view, in that for one kid to be caugnt 
smoking or skipping school is going to be a very 
tremendous crunch for that kid. And yet for another 
kid to be caught smoking or skipping school because 
it's only a litany of his ongoing behaviour but 
somehow or other the kid who only does it once 
may be more severely reprimanded, from his vision, 
more severely reprimanded, than the ongoing. I think 
there's a degree of fairness that we have got to look 
at there. 
Researcher: So it's a question there in talking about the needy 
and the poor in a school like this, do you see 
that say things like the conference you went to -
how does that help you in your decision making. 
You get a lot of needy kids or kids in need come 
to you here in this office. 
Participant: Well I think probably decision making - it doesn't 
help that much, but it helps in that you cannot but 
help be forced to recognize the dignity of every kid 
that walks into a classroom or a room. It's not a 
job where you facilitate the easiest possible 
managerial decision. It's a vocation and I believe 
that the Brothers are foundation of that vocation. 
And I believe that teachers in Christian Brothers 
schools should see it as a vocation and not just 
as a job/income/9 to 5 job. And therefore, the 
attitude of the Christian Brothers is very foundational 
to that in that there is not one kid that you don't 
recognize initially with dignity of that human being. 
And that's foundational to the Brothers. 
Researcher: And do you see that coming from the tradition of the founder, 
the charism of Edmund Rice. How does the fact that this 
is a Christian Brothers school help you and how do see the 
conference process linked to your understanding of what the 
founder is on about? 
Participant: I think it has to be very foundational. I speak very 
personally here and I don't necessarily speak as just a 
staff member for staff members, I speak as Jim Ferster for 
Jim Ferster. The Christian Brothers have been my family 
in Australia. I have received every support in any 
circumstances that I have been in, that I would have received 
from a caring brother at home or a caring Mum and Day at 
home. So obviously I see that that enactment of Edmund Rice's 
care for people is operative in my own personal life. Now 
if that's foundational to what I have received, it must be 
foundational to what I operate upon and I believe that in the 
Brothers schools we are all recipient of that care. 
Researcher: Given the facts that you work with staff and you've got 
a very senior role with staff, and your impact on the place 
and so on, do you think we're doing enough to help other 
staff at least to share some of the vision that you've got 
that is gleaned from that tradition of care. 
3 f^ 
Participant: We do and we don't, i.'ow again, wnether these are valid 
comments or not, I make them. I think we've got to train 
our teachers to be long distance runners rather than 
sprinters. We see too much sprinting and it burns out. 
And by the nature of the school year, we sprint from 
term to term and we sprint from exam session to exam 
session. And we make decisions possibly relatively 
quickly because we have to make them quickly for all 
and sundry reasons. But I think what we've got to do 
is to get our staff into long term visions of their 
own functioning that the expediency of managing marks 
isn't just so that tnis report card is going to be 
easy, the expediency of managing marks is so that we can 
report accurately to parents to students down the line 
we'll have a profile to work on and that we've got to 
really see that a lot of things that are being demanded 
to be done today have tomorrow's dividends. And it's 
very hard I think for staff to see that because they are 
busy - they are sprinters from term to term and then in 
the middle of their sprint there is a little jog that 
gets put in there. This needs to be done, it puts them 
off their stride and it often times puts them off side 
slightly. And you pay for that, but you have got to 
expect it. So, I guess there's attitude of - teaching 
is such a dynamic thing - how can we slow the dynamics 
down somewhat. 
Researcher: And, do you have a sense that teachers are through the 
initiatives that have been here, and people going to 
different conferences and so on, do you think we are 
doing enough, are we using the right methods to challenge 
teachers if you like, to certainly bring them into touch 
with what we believe we're on about in the Christian 
Brothers school? 
r'articipant: Given the time constraints of the school year, given the 
time that we can take staff out of school, I think 
superficially they seem to be adequate with those constraints. 
I think that you would find it very difficult for a Physics 
teacher or an English teacher or a Maths teacher or a Graphics 
teacher to be able to be away for a longer duration than we 
have. It's golden time, it's quality time, it's not 
necessarily a duration that is necessary. I think the exposure 
and the opportunity to do that has interchangeable rewards. 
Are we doing enough? I would say that we would always claim 
that we've never done enough. 
Researcher: Just in terms of the conference itself, did you think the 
length, the pace - you spoke earlier of the quality of the 
inputs and so on - I suppose I'm not looking so much for 
that - as a comment on the conference as a medium. Was it 
good for you? 
Participant: Well, it made me go home and pick out a favourite poem. 
So if that's spirituality, then that's spirituality. It 
made we go and pick out a Robert Frost poem. It meant 
something to me when I was a kid. And it pricked me a 
little bit in Tony He.Tipenstall' s talking of some his 
personal experiences and it came to mind. Gee that reminds 
me of that poem, I'll go home and read it. And it made 
me reflect upon my life, it made me reflect upon my vision 
_ for myself. So that was an intangible thing and probably 
3^) 
wasn't planned and could never have been guaranteed 
to have happened for anybody else. But the input was 
personal and then the receiving was personal. Except for 
those circumstances where we talked of mechanics, 
which had to be talked about. 
Researcher: And how did you find those discussion groups that were 
held after each of the major inputs. Did you find that 
helpful or off-putting? 
Participant: I think I am finding it easier than I would have previously 
to say something that I feel. It!.s easy to say something 
that you think, but I'm finding'it easier to say something 
that I feel without having to go on too long and without 
feeling embarrassed about feeling and stating strong 
feelings. So I think we had a combination of what I think 
in those conferences and what I feel in those conferences 
and there was adequate opportunity to state either of those. 
Researcher: So your sense was that the pace of the conference of the 
variety of speakers of the range of inputs? Comments 
about that? 
Participant: It was topical, towards the end there was some very long 
and deep deliberations by the chapter and by all the 
Brothers and therefore that input was very topical for 
them. It was very topical for us, being in Christian 
Brothers schools. I got by being an immediate concern 
and an issue and the immediacy of the vision coming out 
of the Brothers conference. That it was good. Run it 
today, run it tomorrow, run it next week and obviously 
you'd have different speakers, different agenda and obviously 
they'd always be topical but I certainly think that it 
shared with us the deep deliberations that the conference 
had gone through in both the directional commitments and 
the personal that they chose to lead them in those directions. 
Researcher: And does that help you, and how does that help you as an 
operator in the day to day running of a senior school? 
Participant: I think it helps in the nebulous sense. They can belong 
first of all. And as you say, it is not an employer/ 
employee relationship in the pure industrial sense. I 
think there is a feeling of commanality and community -
that I do belong hopefully, that is reinforced by both 
my actions in my work and the reaction of the people that 
I claim to belong to or belong with. So it does help that 
way. On a day to day helping, I couldn't think of 
specific instances where a drawback to the conference 
would be a foundational commitment to dealing with a boy 
that is consciously made, but I'm sure that it has to be 
there subconsciously. 
Researcher: That's fine. I suppose what I'm heading to is how do 
we improve the conference, how do we improve the leadership 
develooment process that has been now in this initial stage 
in your view? Vihat are the sorts of things that aren't 
happening as a leader in a Christian Brothers scnool that 
you would think should haooen or could happen. 
Itl 
Participant; Well I guess the definition of leadership would be the 
first thing that I would look on, I think we need 
clarification. Leadership is a large and encompassing 
term, I really don't believe I'm a leader and I say 
that with all degree of humility and certainly personal 
conviction. I believe that I am a follower. That you 
possibly lead in a work commitment but I don't know if 
you necessarily lead in a reflective vision input. Now 
I know that that says well Jim you've failed in what 
we've asked you to do. Because we've had ample opportunity 
for vision input. But I really don't think that I'm a 
leader or anybody in a middle management position is really 
a leader. I think we are enacted or empowered to enact 
decisions and policies that have been community discussed 
and organized but first and foremost our allegiance is to 
our leader and that's where any leadership that I have 
comes from following the pathway. 
Researcner: And yet obviously though, there are those who follow you 
because you are the point of contact, you are the person 
who is in a leadership role say in a particular meeting, 
or in a particular discussion or with a parent or a 
student, as well as a staff member. 
Participant; Maybe, it's more of a guide. 
a little signpost along the path. 
Maybe it's 
Researcner: And often, that's the quality of the leadership. That 
it is simply assisting people to clarify it for themselves 
what their best course of action might be. 
Participant: Yes. Well given that definition - fine. 
post only. 
lut I'm a guide 
Researcner: And within that though, you will help other people to move 
along the road. 
Particioant; 
Researcher: 
Participant; 
Well I think we've been empowered very much to do so. I 
think we have been given the opportunity. I don't speak 
for other schools, but I speak for this school - Steve 
delegates and Steve expects a job to be done. He expects 
it to be done well and by virtue of the delegation I guess 
maybe I contradict my earlier comments. By virtue of the 
fact that the delegation of responsibility and the confidence 
he places in people to get the job done. 
So taking that line then, what are the sorts of things that 
you would like to help you in your own growth in this role? 
Well to the secular role, I would hope to do further studies. 
I believe that further studies is important and I would 
probably say that maybe we put that on a back burner too long. 
We're busy doing this and we're busy doing that and we must 
get this done and we must get that done. But I believe we've 
got to encourage people to further studies. 
Researcner; So it's formal studies. 
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Participant: Yes, I think formal study is something. And I make a 
suggestion, Brendan, that we might even look at a sabbatical 
system, a long service leave situation. Possibly even 
sabbatical for definite and defined study purposes. It 
maybe something that is good. There are few people doing 
Masters and maybe sabbatical could be an industrial, not 
just industrial, but it's a personal initiative, that 
maybe pays credit to the professional endeavours of 
people. That's a balloon flown just off the top of my head. 
Researcner: It's certainly a good area that we've got to come to terras 
with because the whole bottom line is our holistic 
development of our people. 
Participant: I don't just see the sabbatical being offered to people 
getting a Masters in Education or a Masters in Science 
or something. The Religious Education studies where 
we're saying we need more religious education experts in 
the Catholic schools, that are multi-functional in R.E. 
and in other subjects. Maybe sabbatical studies with 
McAuley College are a bit of an answer to getting people 
trained with confidence in the R.E. area. 
Remember in Mackay we had the programmes at Neerkol. 
They were great. People coming back from them were 
just absolutely enthused, but not necessarily more than 
enthused. They maybe needed more substantial grounding. 
But the enthusiasm was there. 
Researcner: Yes and we're looking to that. And do you see that this 
conferencing process is a valid part of that and how do 
we spread that effect further. Is it simply a matter 
of pulling people in and saying look this is important. 
How do we create a climate better within staff given the 
points you made earlier about people quite justly not 
wanting to be out of class. Any thoughts about how we can 
do more^particularly in terms of the catholicity or in 
terms of the charism of the founder? 
Participant: Maybe we're fortunate here, I always had greater contact 
with our Brothers. The visitation of Brothers is 
probably a really important thing for a school, particularly 
say where we're not having the numbers that we usually have. 
Visitations by Brothers, but necessarily in a formal manner. 
Maybe these retired Brothers here will be welcome in the 
class roooms, will become part of the Nudgee family and 
we as a young man relatively will see a 75 year old man who 
is still dedicated to the vision of the Brothers. 
•lesearcr.er: You've mentioned the retired Brothers and so on. Any sort 
of hints on how you would have them involved? 
Particicant: Well I would hope that our staff who would have the availability 
of those Brothers could see them as, if they're old enough, 
grandparents. This man is a contemporary of my Grandad, I don't 
have my Grandad's presence but maybe there is some degree of 
adoption. Maybe for the care of the retired men and for the 
care of the person who is aoing the adopting. That we look at 
that and that we don't have a little gnetto of retired Brothers 
that don't function as part of our greater family. 
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Researcner: So that we would hope then by involving them the soirit 
flows on. Is it going to be as automatic as that. I'd 
seem to be indicating there'll be fewer and fewer active 
Brothers. How do we develop that a bit more? Do we take 
staff on - are you suggesting something like an induction 
programme. 
Participant: I don't know what I suggest. I guess that we should see 
that the care of the Brothers is not just a Brothers 
concern. That they are Grandfatherly and that they do 
have a great deal to offer. In having them home for tea 
so that kids that don't have Grandparents have grand-
fatherly influence. That's a start and possibly some 
classroom involvement. Maybe coming in and sharing the 
class with you, not teaching, but being there - most of 
them probably love kids. 
Researcher: Two other areas - students and parents. We have 
spoken at length about our staff development and 
conferencing and so on. Do you think we're getting the 
message through to parents? 
Participant: The message as what the Brothers are about in the 1990's. 
Very hard to say. I believe that maybe there's a multi-
message. The message that fewer Brothers are available 
and that the nature of our school is changing. I believe 
that that has come through very clearly. The message 
as to what the dedication of the Brothers is for is 
probably disseminated very well but you can't guarantee 
the reflection on it until a personal crisis of 
confidence happens for one person or another. And then 
the reflection happens. Certainly it's been well advertised 
and well disseminated and the newsletters have been going 
out about the conferences of last year and deliberations 
of last year. Their there but I don't really think you'll 
get any great reflection on them until the individual family 
and board. This may be effective more immediately and that 
immediacy will only be generated by a crisis of something 
or another. 
Researcher: And for students, do you see that we're attempting 
to help students see why certain decision are made, why 
certain policies are in place. 
Participant: I think so. In this school there seems to be a very good 
student/Principal type line - fairly well established. 
Again that's speaking in generalities and that for each kid 
it's a crisis situation of one description or another or 
a stress situation of one situation or another that's going 
to bring that home, for that kid. General statements 
probably are general statements, that don't get attuned to 
until that one on one context. 
Researcher: Yes that certainly would help. With that the student thing, 
we've got some ideas there. Any other comments in terms 
of the leadership development thing. Is there any way or 
any suggestions you'd like to make in terms of the climate 
in the school, the vision coming through that you've 
obviously got. You've spoken of how it influences different 
ways that you operate on. Any thoughts as to ways 
It's 
generally we can improve the dissemination of really 
what this school is on about, as a Catholic school, in 
a Christian Brothers tradition. 
Participant: Well I think sa I believe that we are legitimately 
here to challenge kids to rise to their best and that by 
really doing that we're saying to the kid - we care. If 
we allow a kid to stagnate academically or behaviourally, 
we are really saying to the kid - we'll just pass you 
through five years of school. And if we challenge the kid 
and obviously the challenges will be vociferous at times 
and they'll be very mild at other times. But by challenging 
the kids to hopefully give of their best in behaviour and 
in academic pursuit, I think that we are making the 
statement to kids that you, as an individual, are important, 
very important. And I believe that maybe we've got to 
look further then down the line as to what message we're 
giving kids and to identify our poor early, as early as 
possible. To look at the kids in grade 8 that aren't 
functioning at grade 8 for one reason or another and if 
necessary give them four years of junior school. Give them 
a programme that says that we've got thrj.ty kids in grade 8 
that really could possible be brought on to junior 
certification but not in three years. And maybe we've got 
to spend staff, money and building money, resources money 
to identify and deal with those kids so that a junior 
certificate is good whether it be at the end of three years 
or whether it be at the end of four years. And I think 
because of our numbers sometimes in every school, I'm not just 
talking about this one, in every school we seem to see 
180 grade 8's in and then 180 grade 8's out and we've 
compounded those poor kids' problems by the time they get 
into grade 9. And maybe we've got to look at the kids. 
Researcner: So you're looking there really at academic structures that 
will enable kids to be enriched. 
Participant: Yes. And I think we have in any school in Queensland, in 
any school in any country, we probably have a fairly 
significant minority of kids that need that special care. 
And parents will see it as failure and students will see 
it possibly,as failure and sociological disruption, but 
when we're really saying - you love your kid, what effort 
are you going to put into him. And if its five years of 
school fees or six years of school fees but we've got to 
guarantee that we can identify thera and do something for them. 
I think that message comes through clearly to kids, I think 
the other message comes through fairly clearly to kids too. 
That is - that it's a soft shoe shuffle, you're in grade 8 
you're in grade 9, you're in grade 10, 11, 12. And it's 
only at the 11/10 interface that parents even start wanting 
accountability. I don't think too many parents lobby the 
school to account for how the kid's progressing through 
8,9 and 10 but grade 11, we now have that focus on - well 
he's now got to look ahead. And has he got the where-with-all 
to look ahead. And this is where a lot of school subjects, 
board registered school subjects come into existence. 
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.Researcner: And so do you see the curriculum initiatives that you're 
influencing as really coming to terras with those kids 
with special needs? 
Participant: Yes I believe so. I believe that I would read the general 
situation is that we have lost an immediacy of being 
able to talk about an individual kid because he's in a mass 
of statistics. And what I see that we've got to have an 
individual report card. It maybe goes against a lot of 
other people's philosophy but I do believe we've got to 
take a look at where the kid is. We've got to tell the 
parents where the kid is and then we've got to justify it. 
Well if he's 190 out of 190 - has he got special needs? 
Or is he just lazy and not doing any work. Or is there a 
motor problem or a neuron problem. Those are our poor 
kids in some ways. 
Researc.cer; And would you say, just as a final question, that the 
awareness of really what this school is trying to do which 
for you has been brought back to the conference and other 
opportunities you've had, can you see that is really 
impacting on how teachers address that particular problem. 
Or have we still a long to go. 
Participant: I think we've got a long way to go. I certainly think 
that we're going but I think we've got a fair way to go. 
Now when I say that I guess we've got to have some 
professional intraspection time and sometimes maybe we 
don't have enough professional intraspection time. Now 
given the philosophical debate - to rank or not rank -
is a very important debate to enter into. And it's an 
important debate to hear all of the inputs. Some people 
say to rank is going to be to destroy the very kids you're 
trying to identify and help. Others will say it's important 
because we've got to identify and communicate to the parents 
particularly. And it's only when you precipitously place 
something like this as an administrative demand that you 
then begin to get the debate starting to rage where it never 
existed before. 
Researcner: So you see that as linked at least to the fact that people 
are bringing the values of the school to the real nuts and 
bolts decision making at that level. 
Participant: Yes. And the debate is important. Just a conversation I 
had the other day. Is it fair to rank your last kids low'' 
you reinforce it. What do you do to their psyche. And 
it's a justifiable debating issue. 
Researcher: Any closing comments as to where we've been in the last 50 
minutes or so. 
Participant: No - there's probably nothing of any substance that I would 
add. Maybe a general comment as to the need for the type 
of leadership that the Brothers do exhibit. That we are 
not part of just a burearcracy or bureaucracy e:-:ists. And 
I believe that that's one of the strengths of teaching in 
a Christian Brothers school. You're not a number, kids 
aren't a number and that's probably very important. 
. . ./11 . 
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Thank you for your time. As I said what we'll do is 
I come back to you next term with a transcript, really 
just to say this is how it looks and my job is to try 
to work with the data and to make some recommendations 
to pull out the sorts of things we've been yarning 
about and I've got to make a presentation to the 
Council in terms of reflecting on this 12 months of this 
initial stage as we've called it. 
Particioant: I haven't had much time to reflect myself and I'll do 
some reflection. 
Researcner: Fine. And there might be things on the transcript that 
you want to add to or this might be something else I 
want to say. So obviously this exercise is two-pronged 
in the sense that hopefully it's helping you to perhaps 
reflect a little bit on the conference and even the 
processing for yourself is good. Secondly, it's giving 
us some real information in an evaluative sense for 
future planning. 
Participant: Off the record but you can quote this if you want to 
talk of personal spirituality - I would say that I would 
have been in a wasteland without the influence of the 
Brothers. They have given a tremendous amount of support, 
u 
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Researcher: Thank you for your time. As I said the other day, this 
is part of the exercise we're doing. We're doing a case 
study on Nudgee of the people who came to the two conferences 
last year. As you know particularly having come into a 
leadership job yourself here, this year, we're trying to work 
out our strategies and this initial stage has really been a 
trial of the different sorts of things we're trying to do 
for people across C.B. schools. So what I'd like to do is to 
have a yarn about firstly the overall concept of the leader-
ship and try and focus in on a couple of things like how that 
particular conference helped you that sense of understanding 
how a C.B. school operates or should operate. That area of 
vision - of what your vision of the school could be. Sorts 
of things in terms of the founder and the influence of Edmund 
Rice on this place and you've got a couple of experiences so 
you might like to compare say the Bundaberg one to here. 
And then I guess, in that final area of this oeing a Catholic 
school and what does that mean in terms of personal faith 
and those sorts of things. So if it's okay with you, we'll 
just wander really along that area during the session. Try 
to focus on the conference obviously with the question -
we have a sense that things to do with that conference went 
fairly well, that's our sense, but 6 months wnat are the 
things we need to improve, what are the things that would 
help you etc. etc. I suppose we could start pretty well 
anywhere - have you got a particular thougnt you want to focus 
in on? 
Participant: I suppose I could start off by saying I was quite excited 
really about going out to the conference for three days. 
And yes certainly I did get a fair bit of value of it. I 
suppose in more specific terms, and I'm only speaking for 
myself. From my personal terms, I probably would like to have 
seen something with regards to more about the nistory of C.B. 
schools - I'm talking about Queensland. ;-1aybe even given a 
bit of a run down on some of them as well - I'm not talking 
about, I suppose you could almost consider ourselves and 
Terrace more higher profile at the risk of getting my wrists 
slashed on that. But I'd like to see a little bit of history 
come through with regard to James, St. Patrick's, Brendans 
even Abergowrie, I've never been up that way. Is that still 
a C.B. school? 
Researcher: No it's a diocesan school. 
Participant: Well just schools like that. I think it might have enhanced 
people's concept, at least my concept of the whole C.B, schools 
outfit. 
Researcher: What for you is the thing about a C,B, school. What's your 
vision do you think? 
Participant: I suppose you can't go past the Edmund Rice concept as far as 
a C.B. school goes. I think at one stage there was orobably 
a concept from outsiders that it was for elite ceooie certainly 
that IS not the case. Having said that, 1 •.•.•c-^_cn' t :ir:e tc see 
C.B. go to the situation whereby all C.B. scncois e.g. were 
in the mould of Kingston for example. And I crink the Kingston 
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concept 13 tremendous ana I think the people wno work there 
are very tolerant and very patient. But I think we must keep 
in mind that we need to provide for people who have 
aspirations in society to be leaders in the community so I 
think we need to provide institutions for those people as well. 
Researcher: And what particular thing is it that we provide for those kids? 
Because it's a Catholic school and then because it's a C.B. 
school. 
Participant.: I think certainly the caring personal environment that staff 
through the C.B. network can provide for their students. 
I think if you look at a state high school I think certainly 
there are individuals in there who would be caring for their 
students, but I think as a global concept, I think that's 
where we're different. 
Researcher: We use the term 'option for the poor' a bit in all of our 
discussions about that - does that have particular impact for 
you say in your role as Sports Master of a big school like 
this? 
Participant: Yes I think it does. I think we'd look at option for the 
poor - you'd think of guys who are poor in a sense of 
sporting ability and one of the concepts I try to get across 
is that of participation, almost an equality, whether you're 
in the 13z's or the first 15- But I still think there is a 
line between those two extremes. Yes participation - we 
could quite easily stop at games - we've got games for As and 
Bs, But we work at getting games right down as far as we 
possibly can. I think there is an option for the poor there 
in terras sport ability. 
Researcher: And in terras of this conference as an opportunity where a lot 
of those issues were talked about, anything strike you frora 
that conference that helped with your understanding of that 
sense of the option for the poor? 
Participant: In a broader sense, yes. Just listening to the work Dan Courtney 
was doing and had been involved. I had no idea that we had 
Brothers who were into that line of work. I had heard about 
Terry Kingston and his work down there, but to have him speak 
to us it certainly gave me a broader understanding of what goes 
on there in options for the poor in those areas. 
Researcher: And so you have a sense that that's helped you in your under-
standing of your work. What about in the leadership development 
side of it for a minute. What about the conference in say the 
way you were excited to go to it. What about in the lead up 
to it. Are there things that could have done better during it. 
Should there be more follow up? 
Participant: Can I relate to the conference specifically. No disrespect to 
Tony at all, and I certainly gained frora the spirituality 
segments of the conference, but I thought from ray point of view 
that possibly we had too much devoted to the spirituality side 
of it. And I'm not suggesting at all that you cut that totally. 
I would probably just like to see a little condensing of it. 
Researcner: When you say condensing of it - shorter time with much the same 
material or cut back tne amount of material as well? 
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Participant: No I think I'd stick with similar material because from my 
personal point of view it certainly opened my understanding 
and concepts of spirituality and my individual spirituality. 
So I gained from that. I just felt that maybe it could have 
been less in terras of time. Possibly I thought there could 
have been some more with regards to - I don't know if time 
management is the correct term I'm looking for. 
Researcher: An area of skill development for you in a leadership role? 
Participant: Yes that would sum it up. I think probably the segment that 
you ran and you got us to do basically the hands on thing, 
I think we're getting that idea there. But maybe just some 
input with regards to that as well. 
Researcher: So you would see that we need to look carefully at the 
balance between we could call it theory and practice. 
Participant: Yes. 
Researcner: Any suggestions further as to how we could improve that? 
Participant: Certainly I would say the hands on one was good. That was 
good also in that it probably made people a little more 
comfortable within themselves with other people and also with 
people like yourself and the Brothers that were there. At 
the same tjme, I wouldn't like to see it turned into a speech 
and drama type thing either. 
Researcner: But you see obviously the advantage of hypotheticals or 
whatever? 
Participant: Yes. Even as you were saying about that skills management. 
Even just to have a session and just sit and listen to someone 
whether it be someone from within the Brothers or even an 
outsider. 
Researcner: You've spoken of the spirituality input and so on, do you see 
that in terms of your own personal faith or whatever, was 
that a good experience for you apart from the comments of the 
mode of delivery and so on. But in terms of this being a 
Catholic school and our responsibility for it really being a 
faith community etc. any thoughts about as you look back 6 
months on when the conference was for you. 
Participant: I suppose it comes back to we talk about feed backs and follow 
ups and things like that and I'm not suggesting that it 
shouldn't rest with the individual, I think the thing Tony/did 
was he got us to write down things put them in an envelope 
and open them up. Maybe things like that would be good. I think 
that was a good idea. Maybe we need occasionally just a 
bulletin sent out to people who have been to the conference 
just to rekindle the thoughts to say - yes I need to take that 
concept and run with it. . . 
Researc.cer: What about the problem of when you come back from a conference like 
that - and you can sav whether this is how it was for you -
if it was a good experience you come back a little bit fired up 
with things I'm going to do and yet you hit the brick wall of 
reality of teachers of other staff saying well I covered your 
classes. What was your answer to 'What was that all about'. 
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Participant: I suppose in the short term we ca.me back on a Fricav 
afternoon, so therefore it was the weekend so you weren't 
hit by that. Had we returned and the next morning we were 
back into fray, the brick wall might have been much closer 
to us. Nobne said to me I covered your class while you've 
been on holidays so that was good. I can see the difficulty 
in people not appreciating what you have witnessed and I 
don't really have an answer for that. 
Researcher: That's one of our key areas obviously, of a school that's got 
a lot of staff. How do we give others an experience of it. 
Understanding that we can't obviously pull everyone out at the 
one time or whatever. Any thoughts about that. Do you think 
the initiatives that we're doing in terms of there's been a 
fair bit of work with conferences with staff, we've got an 
Advisory Board weekend coming up in a couple of weeks where 
we're trying to get the vision work through. How does it 
strike you? 
Participant: Given the fact that you can't pull everyone out anyway I 
don't think it would have the same meaning if everyone was 
there and you're looking at big halls. You lose that 
personal touch by having that number in a smaller room, I 
suppose even the 1 gistics of pulling people out 10 or 15 
or 20 at a time to go and do something like that for a 
couple of days creates a problem in terms of replacing 
staff as well. Then I suppose if you look at say 10 at a 
time on a continuous thing, it ties people up who are 
leading the show. 
Researcher: Yes, but if we see it as a value obviously we have got to do 
it. Do you see that as a value. 
Participant: Yes I do. I suppose everyone has their own ideals of 
spirituality e.g. their own interpretation even of Edmund 
Rice and what he is on about. 
Researcher: And what is that for you? 
Participant: I must say since I have been here at Nudgee it has certainly 
broadened. Given thetfact that he was such a dedicated man 
and then C.B. obviously have been dedicated and still are 
dedicated - I think that sort of broadened my horizons to the 
extent of the dedication they give to the guys in the schools. 
My interpretation from that is, it's probably not as easy for 
lay people to be as dedicated in terms of time because of 
their comraitraents and responsibilities to their home. 
Researcher: Do you have a sense that people are understanding more that 
it's not just Brothers and others? 
Participant: Do you mean that Brothers have a more understanding of the Lay 
or Lay have a more understanding of the Brothers or a bit of 
both? Yes I think so. 
.Researcner: Any aspects of that that ccme tc mind? 
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Participant: Yes, I suppose I think that Brothers are more understanding 
of Lay peoples' life styles. I think they are aware of that. 
I can't talk of 50 years back. I suppose lay staff weren't 
really in the schools then either. But I do think there is 
a bit more of an understanding there. 
Researcher: Do you see more than that. Is there any sense of a spirit 
of staff in this charism of the founder in the particular 
thing that's evident? 
Participant: Yes, I would think so. At the staff meetings e.g. I think 
there's a witness to it there where people will talk about 
what the Edmund Rice thrust is and there is even female 
members of staff who speak to that thrust and therefore 
they are aware of that spirit. Yes I think it's encompassing 
me. 
Researcher: Do you have a sense that that's going beyond staff or the 
teaching staff. One of our big questions is involving 
parents. Do you see initiatives there or do you see things beinf 
influenced. You spoke earlier in your role as Sports Master 
how the participation is the big thing. Do you have a sense 
that parents are understanding the spirit that people are 
trying to put through? 
Participant: I would probably passing token opinion on this. I don't 
think I could get down to grass roots and say this particular 
parent told me this or this particular parent has told me 
that. But I think there is an awareness there as well. So 
I. think it's a token opinion. 
Researcher: Do you think there might be ways that we can improve that? 
Participant: I suppose we can always say yes. It probably comes to a time 
factor. Should or could we run nights for parents or whatever 
along similar lines as what Edmund Rice is really about. And 
I suppose if you did a survey there would be a lot of people 
who wouldn't be aware of Edmund Rice. 
Researcher: In terms of your own vision, let's just come back to the 
conference, is it possible to have a before and after comment? 
Firstly what do you understand by vision in your leadership 
role? What is your own vision? 
Participant: I suppose I haven't really say down and thought well what is 
the vision of Brian Eastaugffe in terms of his commitment to 
C.B. colleges or in terms of his career. Is that what you 
mean? 
Researcher: Yes well how it influences your operation. You're in a key 
role in a school like this. 
Participant: I think it has influenced me a little bit. There are times 
when you're over there if you just get back to the work face 
and things are coming here and there times you feel like 
maybe having a whinge or something like that. And I think 
well really I haven't zot anything to wninge about. And then 
you think back to Edmund Rice. The conditions he was working 
in, the number of peopie he was looking after - you think well 
no you haven't got anything to whinge about, it's part of your 
job. You take it on ooard and go through with it. 
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.-.esearcner: And does that help you, or is it an extra burden to carry 
or has it helped you to see beyond? 
Participant: Well I think it has given me strength. Yes and still looking 
on the vision to beyond. I don't know if I have gotten deep 
enough to look beyond. 
Researcher: But obviously even our discussion this morning hopefully 
is part of our own follow up whilst it's got a particular 
focus as well. It's not just such that we improve out 
there but also I value it as an opportunity for somebody 
like yourself and myself as part of it. 
Participant: I suppose when I look beyond, I think it has helped me, not 
that I had an elitist view point of Nudgee at any stage, 
having been here, but by attending the conference I think 
any thoughts I did have of elitism have been eroded. 
Researcher: And are you comfortable with that? 
Participant: Definately comfortable with that. As I say that little bit 
of elitism that could have been there or may have been there 
has certainly been eroded. 
Researcner: And in terms of following it up. You've spoken of different 
ways that we could help parents. What about with kids? 
Do you think we're doing enough there? If kids think it's 
elitist to take that example. Do they in your opinion? 
Participant: Once again I guess it depends on the individual. You can 
talk to guys - I have a 12 R.E. class and sometimes there 
we get into just talking about philosophies along these 
sorts of lines and it's interesting that the barriers have 
broken down a little bit. And I think the guys are aware 
that we're not an elite college, we don't tend towards those 
things as well. Whatever those things are. Getting back to 
how can we make the boys more aware. On Founders Day we 
have our Edmund Rice paraliturgy kn6 things like that. 
Sometimes we probably need more follow up there. And I think 
you've got to be careful at the same tirae so that the boys 
don't say - Oh no not Edmund Rice again, we've heard his name. 
We've got to put it into practical terms I suppose. I would 
like to see in our R.E. programme - the logistics of it are 
probably a nightmare - where we go out into the community 
and do things for the underpriviliged the old, the disabled. 
Researcher: Sorae of that goes on. Are you saying that that would be a 
necessary part for every kid every year? 
Participant: NQ. I suppose I'm thinking mainly of the year 12 R.E. 
programme. I mean I would love to see that. I know we've 
got something orgainsed whereby we have disabled kids coming 
in to our gymnasium. And the class goes down and they work 
with them. My class has yet to go and work with them. I 
really would like to see a comraunity programme wnereby you 
go and mow someone's lawn, you go and fix their r^ ence, you just 
go and talk to them. 
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Researcner: And this comes out of your vision of saying this is really 
what Edmund Rice was on about and that's the message for 
us today. That's the modern way of doing it. 
Participant: Yes I think we have got to look at more help and more give. 
I sometimes think there is a little bit too much of take. 
And then again I'm speaking generally. Because a lot of 
guys do give a lot. I think they've got to live with that 
a little more. 
Researcher: Looking at the influence of the conference on your own 
decision making. You talked in a couple of areas of kids 
participating. Do you find working with staff who are 
perhaps very keen to win at all costs. 
Participant: We certainly have those. There is no doubt about that. 
Probably rather than talk en masse and give my philosophy 
or the school philosophies, I hope that when I talk on 
assembly that my message comes across about participation and 
sportsmanship. And at the same time I'm not suggesting that 
we don't go on and try to win. Because if I have a competitor 
or a team going on, yes we are going out there to win. I 
don't think we've got too many who out to win at all costs. 
Researcher: How do you try to influence them. Is it on a one to one 
basis? 
Participant: If that situation arises, yes I try and talk to thera on a 
one to one basis. 
Researcher: And how can the Brothers help you be more confident, not 
that we're saying you're not. All we're saying is how 
do things like this conference help the further development 
of you as a key person in a leadership role? Obviously the 
values come through in so many of the areas of your job. 
What sorts of things can be done for you such that you feel 
well yes I'm a bit more confident in challenging someone. 
Participant: Or I'm on the right track. Yes, I suppose if you even look at 
the home base. You look at Steve being very supportive of 
that. He's very good. We're looking at a developmental 
thing or an ongoing process. I could probably see value in 
maybe not a three day conference every year but certainly 
some sort of get together at Xavier. And mind you I'm 
probably not suggesting that it should always be in school 
time. Now that sounds very general to say do that. You've 
got to have input into it and come up with a programme or 
whatever is going to be beneficial to people anyway rather 
than going out there. 
Researcher: But for you, some sort of gathering at least helps you just 
in processing things a bit more. And you've spoken about 
sorae sort of practical sessions as well as some letters and 
follow up and that sort of thing. 
Participant: Even I suppose getting together on an informal basis with 
Broady at Terrace. When we see each other at .-loorts t-lasters' 
meetings or occasionally socially, there's no carrier 
between the two schools as far as we're concerned. 1 think 
that's important. 
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.-.esearcr.er: And you see the conference as having been significant in 
that? 
Participant: Yes. I think it's significant with Br. Damien Price from 
Shorncliffe in terras of there. Possibly by the mere fact 
that we are human beings or by the fact that my nature is 
not an outgoing nature until I start to know people a little 
bit. There certainly were people at that conference that 
I didn't speak to a lot. That's probably partly my fault 
as well. It was good - I spoke to the Jimmies people a fair 
bit. But when I think back to St. Laurence's e.g. I didn't 
really have much contact with thera. As I say it's probably 
my fault but it's easier to go and talk to someone you know. 
.researcher: But I suppose what we're chasing is in terms of opportunities 
for the future and things we can do. What about in terms of 
the overall perspective. Just step back into the school -
you've been here now 18 months. There've been other 
initiatives here at the school. We've had staff days and 
we've had other aspects that have been picked up. Is it 
possible to say - yes this was a particularly good experience 
or that was okay or that wasn't, in the overall time here 
as far as these sorts of areas of catholicity of personal 
faith. 
Participant: Are you going along the lines of like an inservice day? 
Researcher: Yes. We've had a few inservice days and a number of other 
inputs at different times. 
Participant: I suppose sorae staff almost see it as a waste of time. 
Because they think that if we're having an inservice day 
it should be I get on and get into to my department and 
get things organised and things like that. And I can see their 
point of view that they want to get on and do their job there. 
And I'm not saying we shouldn't have those inservice days. 
Even at times myself I think - well I could be doing this and 
I could be doing that. People by nature want to get their job 
done and done efficiently. But I don't think that we should 
say that we won't have inservice. I think no matter what sort 
of negativity you take into something like that, you always 
come out saying yes I did get something out of that. Whether 
it be small or whether it could be put into a thimble or a 
bucket, I think something comes out of it. 
Researcher: Just going on from that in terms of how you see the school in 
operation leaving the sporting side perhaps. Decision making 
around the place, how boarders have treated you. You're 
involved there in different sorts of ways. If Edmund Rice 
came through the door do you think he'd feel at home, and what 
might help him feel at home. 
Participant: i think if he saw the busyness of the place and the dedication 
of the staff, I think he'd certainly feel at home there. 
I think if he saw how content the boys are, I think he'd feel 
at home there. As for the general running of the school, I 
think generally it's very very good, by mere r'act that we have 
210 staff we have so many arms to the place. ,:ometimes 
communication can be a problem ana I don't thin^ t.nat's because 
people purposely don't try to do it. I think contacting some-
body is the problem. And I think people have to be aware of 
that. 
Participant: I wasn't told or I didn't know or something like that. 
I think you have just got to say well it is a hugh place. 
You just can't pick up a phone and contact someone. 
Researcher: So in the decision making? 
Participant: In the decision making, I things are done very democratically. 
In fact from my point of view I think sometimes too 
democratically because you're not going to please everybody 
anyway and we could even be specific the Admin team should 
just say = well this is what we're going to do and that's 
no discredit to them at all. And I appreciate the fact 
that they'll go to a staff meeting with ideas or they'll 
canvas the various committees about ideas and how they'd 
like to go and I'm sure ultimately I know where the decision 
stops anyway.- It's probably a good idea for them to danvas 
opinions. And I think that's very good. 
Researcher: And so you see that the place is operating out of a justice 
perspective. 
Participant: Yes definitely. No matter what decisions are made, there 
will always be people who will think that wasn't the right 
one but if a man just sat in a room and all he did was make 
decisions without canvassing outside people - well that's 
not done here and that's good. 
Researcher: The fact that it's a Brothers school and different 
now from when you were here even just in terms of the number 
of Brothers and so on, any coraraents about how it would always 
be. seen as a Brothers school irrespective of the number 
of Brothers who are around or what position they hold. 
Participant: I have thought about that a lot. I can't imagine Nudgee 
College being Nudgee College without the Christian Brothers' 
influence - and by influence I mean even a C.B. headmaster. 
That may not always be possible and I am sure that whoever 
was in that position obviously would do a fine job. I think 
it's very hard even looking at Columbins - there is no C.B. 
influence there. There was even a rumour at Shalom that once 
Ted Magee was gone there may not be a C.B, there, I know a 
lot of people there were feeling uneasy about that. 
Researcher: What are the sorts of things we can do though or do you see 
things being affective in what's being done in what's.being 
done to see that the ownership of the spirit of the place is 
not vested in that few, that numerical few. 
Participant: I suppose these conferences enlighten people to the concept 
of Christian Brothers for sure. While the lay people can 
never have the C.B. awe for want of a better word, we can 
at least have a part of the feeling of what it's about and 
therefore I think the ideals ofX.B, can flow on, 
.Researcher: Can you see any particular pressure points here at the minute 
in that progression, if that's the right word. In that 
general direction of trying to get staff to understand where 
we're going. Sometimes there are blocks. 
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3/^ 
- ! U 
Particicant: I would think generally tr.at the staff are feeling part of 
of the C,B. and know what it's on about. I think it's 
pretty good, 
Researcner: Now just to wrap up because we've had a fair bit of time 
and I am very grateful for that. Just going back to the 
conference - any other lead up or follow up process. 
Leadership development obviously you're talking about people 
in critical roles in the future. Any other comments - the 
issues of the development of their own personal faith of 
vision we've spoken of, the charism of the founder and what 
that means. 
Participant: In terms of preparation for the conference do you mean? 
Researcher: Preparation or the conference itself or what for you would 
be the best thing? If we said - you're a key person in 
this organisation, you've had an opportunity, what would 
be the next best opportunity that could be made available 
for you? 
Participant: I think it would not be bad to meet again with virtually 
that group of people and I would assume those groups of 
people, the middle management positions etc. at their 
schools - I think it would not be bad to meet again with them. 
Okay, what are we going to do when we do meet? Obviously 
some ideas would come out of these people and maybe we would 
have another conference. Even if one thing that each person 
says - there could be a common element there - yes we like 
that idea take those and maybe come up with some sort of a 
format. 
Researcner: So really what you're suggesting is a real process isn't it. 
It's not just a one off, that it's a follow up. And that's 
very consistent with, as I understand, what other people are 
saying as well. That we need to do more, it's hare to pull 
people out of school as you've said, it's hara to meet 
people where they're at, but if we don't try or don't keep 
trying or don't do more, well maybe it will go away. 
Participant: That's right, I think we would lose. 
Researcher: Whatever the IT is - I think we'd lose IT. 
Participant: Yes definately. That's interesting that other people see 
it that way. 
Researcher: It's coming through very strongly actually. Some people are 
saying well it's the option for the poor, others are saying 
no it's a caring spirit, as you indicated. Some are saying 
well our tradition is excellence or striving for excellence 
that it's not Mickey Mouse sort of stuff. 
Participant: Yes, that striving for excellence is not a bad one. I suppose 
we look at standards, standards in the classroom and standards 
along the R.E. side of life, standards anywhere being in the 
street just being around the place. I think probably some 
people may have a lot to say about that I'm not sure. Standards 
and striving for excellence and things like tnat. but I think 
we've got to remember that boys are boys anyway and I think 
people lose sight of that fact. And it's a very interesting 
fact - we were at Churchie last Saturday and we were coming 
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home in the bus and someone said to me and it doesn't matter 
what school you're at, you are always going to have people 
being boys, and there was a sigh over there - this common 
room is out of bounds for the next two weeks because 
And I said yes okay it happens everywhere, and I think as 
long as we are seeming to be striving for excellence 
I don't think we can always be looking to see - if that's 
not excellence it's not acceptable. I think we've got to 
realise that people are human. Let's face, are you excellent 
24 hours a day, am I excellent 2A hours a day? No. I think 
people lose sight of that. 
Researcner: Okay, I think we've really come done a fair track, we've 
covered four or five areas there. So again, just to say 
what will happen is that I'll get a transcript of this typed 
up, it'll come back to you. It doesn't go anywhere apart 
frora my job. Then my job is pull out from it what different 
people are saying and try to build that into a model which 
is part of this research thing that I have been asked to do 
in terms of saying well we really are on about something 
serious - it's not a Mickey Mouse show and hence I've got a 
University commitment in terms of supervision and study and 
method and all that stuff. So hopefully, we are getting the 
model right, and even the commitment to saying there are 
further questions, I think that's a sign of it. 
Participant: i think it's great that yourself, and whoever else is 
involved is going to this trouble if you like to ensure 
that this C.B. behaviouc is ongoing. 
Researcher: And we obviously see that the leadership development is at 
the core of that. 
Ii 
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Researcner: What we're trying to do is follow up some of the key people 
who attended our Senior Management Conference last year. 
And as you know that's part of our attempt to develop a 
programme for leadership and I suppose I'd be interested 
initially as what your response is as to the conference and 
how you would improve the conference to assist leadership 
development better. Then I would come back to a couple of 
key areas. One would be how to get help from Personal Faith 
and we'd like to talk a bit about vision. Then we'd like to 
talk a little bit about the characteristics of a Christian 
Brothers school. That's the over run so if we could come 
back to how the conference initially would help you in your 
leadership role and in terms of your approach to leadership 
for the future. 
Participant: I think that in the context of working in a Christian Brothers 
school, I view the conference experience as a total refurbishment 
perhaps of the ideals and the visions for teachers in our schools 
and that the components of the conference, the spirituality, the 
leadership reinforce the ideal that we're working towards. So 
I guess that in looking at the conference overall, the 
opportunity there is for persons to get out of the regular 
routine of school. To focus attention on such aspects as leader-
ship and then to gather some information or some rethinking of 
past experiences or past attitudes towards the leadership 
question, the spirituality questions and the key thing then, is 
what you do when you come away frora it. 
Researcher: That's important to us 12 months later. 
Participant: I guess that it's a difficult thing because frora ray experience, 
you tend come away from conferences of that type with a certain 
renewed enthusiasm but the realities of the work place often 
sort of tampter that and water it down until such time as you 
get a similiar sort of experience. This conference was 
different, however, in that in corabination with the one that I'd 
been to just a few months before which was the two days. I saw 
it as the first real consistent attempt of the Province to come 
to terras with the need to express the vision to the non Brothers 
in the schools. And I gather, although it was never really 
articulated as a policy, really that was one of the areas of 
concern and the Brothers theraselves had come to realise that 
unless they shared the vision with others then the schools 
would wither frora vacant numbers of Brothers. And because they 
were prepared to share themselves, I believe that the people 
at the conference and in my particular case, had that opportunity 
to take on the vision in a new way. And whilst I'd like to think 
I got a lot frora it, I believe I still have a lot to learn about 
the vision of the schools that the Brothers have. But I would 
see that as one of the key things that I got out of those few 
days. 
Researcher: Well - just in that area of vision, do think you could focus on 
how your vision perhaos of this school or of Christian Brothers 
schools and the leadersnip of that. Would you like to talk about 
how you see your vision mignt have changed as a result of the 
conference. It's a little tit hard because your trying to say 
well what was it like oeforenand and what was it like afterwards. 
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Participant: I guess that beforehand, I guess I would just have a modified 
attitude to that of a teacher in a school. You're in the 
school to do the very best you can for the kids the school and 
your colleagues within the school and the community to make it 
work. And I would say that every teacher would be in that 
position no matter what scnool they're in, otherwise they 
wouldn't survive for one thing and they wouldn't enjoy it for 
another. So this place itself of course has a certain spirit 
anyway as a school and I imagine that my experiences here have 
been such that I believe I have taken on a reasonable amount 
of the spirit of the school and have contributed and enjoyed 
what the school has offered - now this is prior to this. But 
I still believe that it wasn't until the conbination of these 
couple of conferences and the Senior one in particular where 
the real consistent effort was made to get across the idea 
that the spirit of the Brothers has got to be carried on by 
other people as well as them. Now this changed me - well I 
believe it has but it would be very very hard to actually 
pinpoint it. I guess that the realities of the workplace 
experience do sort of temper what you think about and I would 
suggestM'rom my experience last year in the position I had, 
I felt that situations within the administration structure 
didn't develop the way that I believed they were going to 
and therefore I was unhappy with certain aspects of what 
happened last year. And I believe that that would impinge 
upon how that vision from that conference came through and I 
guess because I was unhappy with certain aspects of the role 
last year and the way it was being supported by other people 
in the school, then that is going to cloud ray vision in terras 
of the school. However, on the far more positive side, 
because you've got more and more people who some idea who have 
some idea of what the Brothers are on about, then I believe it 
becomes easier to bring others to some sort of understanding 
through the way that you act. 
Researcher: And in that shared understanding, thinking about the conference, 
and your approach to the development of vision, even though 
it's hard to pinpoint exactly, was there any particular 
experience in the conference which you would specify was most 
effective for you. Was it perhaps the way the conference was 
organised, was it anything to do with the information you got 
before the conference? Any particular approach any particular 
input? 
Participant: I think it was really the total experience and the way things 
were orgainzed. I know that I particularly enjoyed the 
spirituality side of it. But then the leadership roles and 
the exposition of the founder and the enthusiasm and spirit 
which people brought to each of those tasks really to me is as 
effective often as the message that they're trying to get 
through. And I believe that I attempted to, or I certainly was 
open, to a new look at things. I think that't important for me. 
And I believe that for as a Christian Brothers school system 
it's very very important that others not only have the experience 
but hopefully have that re-awakening or awakening of why this 
vision and what we're all on about. 
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Researcner: And obviously even just giving of your time to yarn about it 
today and the recalling of it, even though it's 12 months 
ago, is a little bit still part of that process and I suppose 
that's one of the things that we're trying to do in our 
leadership development. Saying it's not just another thing 
you go to or it's not just something else, it't how be 
approach things. Coming to back to one of your points and the 
spirituality and growth in personal faith or some aspect of 
that and obviously that't a key area where hopefully that's 
integrated. That this conference isn't just a one off sort 
of thing. Was there anything there that you perhaps hadn't 
thought of previously that maybe this conference was a catalyst 
for you to perhaps think of something differently in terms of 
your own spirituality. 
Participant: Well yes it was a catalyst. Again it would be difficult to 
pinpoint particular aspects. I think that the issues that 
it would raise mainly is that of the questioning and desire 
to do something like that on a more regular basis. To have 
a refurbishment. And yet, I guess the reality is that I 
haven't taken that opportunity since. I'm not suggesting 
that it has to be in that format. I mean it should be in the 
nature of a day's retreat somewhere or that sort of thing. 
Or even to go and hear a different preacher. I'm not taking 
those steps and I think that again when one reflects on the 
last few couple of years, I think I've got a greater under-
standing of aspects of spirituality and life's about in terras 
of the christian way of things but frora a personal point of 
view, whether I'm doing much more about it is a questionable 
thing. 
Researcher: Except to say that obviously the influence of this leadership 
development process is there in that at least it's perhaps 
awakened you to things that you might do, even if it's just at 
that cognitive level. 
Participant: Yes you're right there. 
Researcher: And were you happy with that. In a way, that's probably all 
a conference can do. 
Participant: Well, yes unless the conference itself has a programme of 
designated follow up then obviously that's the principle thing 
that it would do and certainly I would value those aspects and 
I guess that the sort of follow up that you would like to have 
perhaps in that particular line would be for example an 
occasional.letter from, say Tony,, to some of the people just 
to reflect on a couple of points or experiences since then 
to bring back, to refurbish what he was talking about and what 
ideas he was developing. 
Researcher: That's a good suggestion. 
Participant: That it makes it very difficult for the conference, for the 
people involved to follow that through. 
Researcner: Except that if the congregation is really committed to wnat 
we're saying we're on about I think you're alludin£: us to the 
fact that we've got to do more of that. Have you got any other 
suggestions that we could do, whether they're practical or not 
let's not worry. 
^ 
Participant: Well I guess that the mai.c sort of issues the same tvce of 
approach could be addressed to the leadership development 
ideas, the school management ideas, the ideas concerning the 
founder but I wouldn't want this to be in the form of a 
3 or 4 page newsletter which people would tend not to read. 
I would think an occasional letter which would be no more 
than a couple of pages on a specific topic would be just as 
effective. And it doesn't need to be addressed to everybody 
but just the people that have been to the conference. And 
invite them to share it with us. It's pointless to put out 
half a dozen pages to every teacher in our school and you 
wouldn't get the response. 
Researcher: Good. I got your idea of someone who'se been to something. 
Participant: Yes. It's not trying to develop the idea of being exclusive. 
But just to keep the vision going and to keep the momentum 
that's been established because the reality is that until 
as you get back into the work place, other things take over. 
It's very very easy for wnat you have gained to be lost. 
I've heard it said from lots and lots of teachers who go 
away. 
Researcher: Well - any other ideas? I mean the visits of people like 
Tony now e.g. in his new role. Would you see some advantage 
if we knew he was coming to a particular school to say look 
could I have a yarn with you for a quarter of an hour or is 
that too formal and mighten suit sorae people. Or if he sorae 
how could be available such that people felt free? 
Participant: Well again if that was to happen I'd favour a specific 
agenda. So that if it was Tony that was coming out he would 
be talking about issues to do with spirituality or he'd 
obviously take on new roles and he may well to focus on some 
of those and that's fair enough. It seems that in terms of the 
vision and the work of the Brothers itself is an area which 
people like me unless we're reading a lot, we're not getting 
enough information about. For example, the continual question 
of the beatification of the founder. Perhaps not everyone 
is interested in that but they were the sorts of issues which 
could well focus their attention. And the fact that what 
you're doing you're moving around the schools, the question 
of leadership and you might well say instead of saying I'm 
going to visit - you might say well I'm going to visit and I 
would like half hour to discuss particular roles in your school. 
So in fact you've got an agenda. I don't know whether people 
would feel threatened by that. 
Researcher: It's always a danger and it's going to be a trust/challenge 
situation. In that you've mentioned the founder and you've 
mentioned the specific issue of the founder's cause and so on, 
but in terms of how you understand a Christian Brothers school. 
Are there particular things that come to mind as to how that 
influences your operation and your role now, say even m areas 
of decision making or in the way you organise whatever it is, 
in pastoral care. The fact that this is a C.B. school, are 
there any particular aspects or characteristics that come to 
mind of your own operation. Perhaps as a result of the 
conference or more as the ongoing development or' this cnaris". 
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rarticipant: Again it would be very cifficuit to be specific because I 
see that my development as a teacher and a person administering 
in teaching really would have been unfolding over the whole 
of life. I've oeen 25 years teaching so I guess that I'm 
the same sort of person. It's really just a question of the 
interactions of the new knowledge and the new attitudes 
that I would have adopted and taken on over the time which 
would have changed and of course the C.B. school would have 
contributed now - I've been here longer than I've taught 
anywhere else and it's inevitable that that would happen. 
But to be specific it's difficult. The fact that it's 
centred particularly in the church and the christian traditions 
I guess the change in discipline in the last 10 years that 
attitude is something which has been significant. But then I 
don't know whether that's exclusive just to C.B. schools and 
I think that the sort of respect with which the Brothers are 
held so much in the wider community is pretty important. 
And whilst now people are more realistic and realise that 
there aren't too many Brothers in the schools compared to 
when I came when the attitude was - we'll send them down to 
the Brothers to fix him up or get him a T.E. score of what-
ever, without realising that there are only half a dozen 
Brothers in the whole place. I think that attitude has changed. 
It's now more real. But I think people still expect that the 
traditions of the Brothers will be maintained. The traditions 
in terras of faith obviously. Particular aspects of faith in 
terms of Liturgies and that sort of thing will be done and 
the area of discipline as well as the high academic standards 
that are part of the Brothers charter. 
Researcher: And in your area then of Pastoral Care - well it's a much 
wider really that you're influencing these days - the 
particular characteristics that we tend to see of Edumund 
Rice in terms of his option for the poor is one that has 
had a lot of discussion and got a fair amount of discussion 
at the conference. Does that influence or can you identify 
a situation where that might have influenced you specifically 
or do see that just as the ongoing as you've indicated? 
Participant: It's a difficult question. I guess I'd be one of those 
people who would sort of look at in terms of interpretation 
and the more radical view which would have Nudgee handed over 
to some other authority and the Brothers go - I wouldn't 
agree with that. Because the Brothers have got to maintain 
what they've established - the vision for the poor in the way 
I would look at it and when I came here tended to be 
articulated in the sense that this college particularly was 
founded for boarding students and for so much of it's life, 
it was only for boarding students. Now because in the early 
eighties there seemed to be somewhat of a downturn in the 
boarding numbers I think that had been the same in the 
seventies, but certainly there in the eighties there were a 
couple of years when we didn't fill the boarding places. 
Obviously things change when you get a majority of, in this 
case, day students. But I see that that aspect nevertheless 
remained fairly important that we were providing for the 
rural young men who otherwise might not get an opportunity. 
Now, to me, that's a r'cr^m a deprivation, it's a form a poor. 
Now it would seem to re to be foolish to say well we've done 
our bit there, we'll go somewhere else and do something else 
and eliminate that which we've built up. 
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Researcr.er: So you would say that cer.caos tne new poor wno may be academical; 
poor, who might be financially or geographically or whatever, 
do see that the school is really striving to help those kids. 
Are there initiatives that you can see in the school that have 
taken place that would confirm that this school really is 
operating out of the sort of vision you articulated beforehand. 
Participant: Well certainly we've made consistent efforts in my experience 
here within the sort of framework. I guess efforts have been 
whether those have been enough at any particular time is 
probably open to debate and in fact I suppose we could say that 
we have not achieved as much as we would have hoped. But we've 
had a remedial teacher, we've had low stream classes in 
selected areas where necessary, we've had people like the 
College Council appointed to deal with all aspects. We've 
had a system of replacing the Chaplins in different ways. I 
guess that those sorts of initiatives in the earlier part of 
this last decade would have been our expression of that. 
Apart from the fact that we actually took these kids in and 
continue to do so, so that it was easier for a weaker academic 
student to come in as a boarder than it was a day boy. In 
fact the bulk of our problems, if that's the word you want to 
use, in academics and often in behaviour were from the 
boarding sector. But that comes back to what I took on as 
being part of the mission of the school - the option for the 
rural poor that declined in terms of a number that wouldn't 
necessarily be money, because they had to pay to come here. 
But there were other aspects. And well since then of course 
with changing climate generally I think Br. Steve's initiative 
in taking on the whole Tafe area and giving so much emphasis 
to that and giving it a respectibility which second stream 
subjects have never had before, I think is a really good 
initiative. Now that to me is certainly helping the people 
frora the country but it is also helping city boys who can't 
cope with the high academic demand. 
Researcher: And do think that's helping staff. Consistent with what you 
said earlier in terms of the conference and coming back into 
the school and the need to have ongoing refurbishment and so 
on. Do see that staff are picking up the vision and are there 
more things we need to do to help staff in this leadership 
development area? 
Participant: I guess that there would be sorae people on staff who would 
like to have those sorts of ideas that I've just expressed. 
Like my experience in the last 10 years, like my idea of the 
vision. I'd like to see that on paper. But other people 
wouldn't be impressed with that at all. And only way in which 
you'll reach them I would believe would be to take them to 
a two or three day conference and to start them on the path 
that other people have had. I believe that because we are 75 
in number as an academic set up and a hugh number of college 
staff generally, it's going to be an enormous task to impart 
sorae of the vision and the history of the school, the 
traditions. What the makes the school a Christian Brothers 
school is extremely difficult to define and I would think that 
the majority of teachers coming into the place would find that. 
Now if they're coming from a Government school or from inter-
state it might be they may be able to see sorae changes 
immediately. If they come from a non-government independent 
school, it may be more difficult. 
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Researcher: And that's really our challenge in a well resourced set up 
some would say. 
Participant: That's right. 
Researcher: Parents, we haven't mentioned at all, and obviously if 
we're talking about leadership development, how do you see 
we help parents to know more of what we're on about. You're 
very involved in different parent groups and so on. 
Participant: Well I believe we're well established in this area in our 
encouragement and opportunity for parent involvement is 
pretty good compared to a lot of other schools. I guess 
after you've got the numbers of parents involved then you've 
got to look at the quality of the involvement. And the 
literature tends to make a difference between involvement 
and participation. And if we're talking about participation 
well unfortunately the level of participation in our college 
is not that high. The level of involvement is vast. But 
nevertheless, I still stand by what I say we are still well 
ahead of many other schools because e.g. in the very very 
important role of the R & F in this college principally 
I guess though financially but nevertheless because of their 
financial strength and their interest a number of other 
shall we say, curriculum initiatives have been able to be 
taken. It's much raore than a tenuous line between the two 
and therefore participation of that group of people I would 
say is genuine and is participation and not just involvement. 
The other group which, in this college, is vital is that 
group of parents that participate in the sporting and the 
activities and the cultural side of things. Brother 
mentioned a figure of something like 200 parents recently 
on committees. Now in fact those coraraittees have a fairly 
vital role in those areas. Other people might argue that 
they're not your high profile science curriculum or R.E. 
curriculum or whatever, but nevertheless we've got to start 
somewhere, and I believe we've made a good start, in that 
area. 
Researcher: And within that any thoughts as to how we give them more of 
the vision of this as a Catholic school or as a C.B. school. 
And with the particular issues we've been speaking of. 
Participant: That's a hard one. I guess a lot a people who come to, say 
a Rugby committee meeting would be really not too worried 
about the vision of the Brothers. They'd be more concerned 
with their kids, Nudgee and the sport that they're involved 
in. I guess we would have to hope caod occasionally insist 
that certain ways of doing things were not appropriate. And 
I guess the Brothers over the time have had to do that. I 
wouldn't know about many of them but some.of them would have 
been counted in the cultural committee in the years past -
and the activities committee. So, something like an 
introductory handbook for new parents on committees, something 
which covered a lot of interest areas, I mean we're not 
specific to say Rugby or cricket or tennis but just a few 
pages of vision of the college in terms of sports and 
activities and particularly outlining the ways in which 
parents can work in the place. 
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Researcner: Do you think the attempts to revamp the Newsletter e.g. 
that have happened here m the last 6 months or so. 
How do you see that as an initiative in helping parents 
understand a bit more of really what we would claim this 
is on about as a Catholic school and as a C.B. school. 
Participant: Well I would only be congratulatory of the efforts that 
have been made. I think the initial thing that was done 
in which the newsletter was posted to boarder parents, I 
think that is the principle thing even if it's a scruffy 
sheet of paper with a few ideas on it - the fact that they 
got it was vital. But the fact that as you say the newsletter 
now encompasses a whole range of activities and the 
spiritual side of it, the religious liturgy side of it is 
given a place which was always there but not necessarily 
expressed in that way. Therefore, it's superior and 
in contrast to some others that I've seen, it's many many 
times better in terms of expressing what Nudgee on about. 
Researcher: And parent reaction to it? 
Participant: Not a lot of comment to me personally, but just hearing 
what people are saying, people are pleased. 
Researcher: Yes certainly comments I hear from the Advisory Board and 
so on are good. Well we need to sort to crank up a bit 
to give you a breather before next period. Just go back 
to the conference I suppose. We've started there and 
we've been down - coming out from there really. Accepted 
that it wasn't the beginning but it was a step perhaps along 
the stage. In terms of your own leadership development in 
this C.B. school, let's say, not necessarily just Nudgee, 
any thoughts either for yourself personally or ways that 
generally we can do more to help people in those key areas 
of the catholicity, the vision, faith and the commitment to 
to charism of the founder. 
Participant: Well certainly to continue to give people the opportunity 
frora time to time to go away frora the place and to reflect 
on those specific areas and the'amount of the work that you 
did in preparation and the form of the conference, the 
actual agenda and the way of the presenters - all of those 
things have got to be right and for a worthwhile thing for 
the people who go away. To continue I see as has happened 
here were the people in the key roles have got more time 
to do the tasks that are asked of them. To, in some ways, 
work towards a sort of sharing of the tasks so that things 
like the sport and the extra activities don't encroach too 
much on peoples actual time. They could be talking and 
thinking about their role in the school and their teaching 
rather than organising their next game or who they are 
going to put in their team or leave out. Now I guess that 
this football season is a bad tirae to be talking about such 
things because many people are talking about this but it 
is more than just a football season. 
.Researcher: So it's almost gettin;: tack to the issue I thine; you raisec 
ouite early ot' how peccle think about their role as a 
teacher. You spoke of how you feel this is being a part, 
maybe a significant cart, of your journey if we can use 
that sort of Churchie language. Now I suppose what I'm 
really concerned about is how ao we meet people wnere 
they're at? 
Participant: The idea of visitation of people like yourself but not 
necessarily just people from the centre of the Province, 
but Phys-eders from Rockhampton might come down for 3 
days, they might visit schools. But they would have a 
specific agenda and they would just talk to the people 
involved in the schools here. It would help them it would 
help the people. 
Researcher: So it's a staff exchange exercise. 
Participant: Yes. It would obviously have to be co-ordinated. But 
that's an idea. The idea of some comraunication. Brother 
has already mentioned his vision of trying to establish 
a teacher interest group - like an English committee -
something for Phys Ed. Now that sort of thing would be 
valuable. Especially if, instead of trying to go to 
continual meetings, that someone was putting out ideas 
but not wads of paper just some ideas. Some things to be 
thinking about. Now this can go a bit overboard can't it. 
Researcher: Yes. I suppose we get a good idea and want to bash it do 
death. 
Participant: Yes that's right. So we've got to meet with people we've 
got to give them some information and then frora time to 
time we've got to give them the conference type experience. 
There's much value in coming in and doing things on site 
as far as I can see. 
Researcher: So you see the advantage of withdrawing people to Xavier 
etc. as being very significant. 
Participant: Yes. But it doesn't have to be an expensive thing like a 
three or four day conference. But take people away from 
here. The Seminary or some other school or whatever but 
to make sure that there is some sort of follow up. Whether 
it be a simple letter or an occasional letter, it could go 
beyond that I guess to other gatherings but then that's got 
probleras too. 
Researcher: Probably just one last question - thinking about the couple 
of conferences you've been involved in - and probably your 
own experience with the different things that go on here, 
do you have a sense that you feel a bit more confident in 
your knowledge of what a C.B. school is on about and does 
that help you in your own confidence that yes I'm part of 
this show. It's not Brothers and others it's our show. 
Participant: Very definately a much more positive approach and positive 
feeling has developed over the last four or five years. 
But certainly taken a life at the beginning of last year 
I believe in terms of my experience. There was a teacher 
here who said it was a case of mind over matter. I don't 
know whether you've heard this saying, but his interpretation 
of that was the administration would say I don't :nind and 
you don't matter. Now that was articulated quite forcefully 
by a particular person and it was an attitude wnich some 
people had taken on in my early days here. And it was real 
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in the sense that people felt powerless, powerless to change. 
Because it was very directed from the centre and in fact 
I suppose one might say it was haphazardly directed from the 
centre in the sense that e.g. in the financial area, there 
was a Brother Bursar when I was here. Now we hardly ever 
knew who it was let alone their expertise their accountability 
anything like that. Then Brian Callahan was appointed and 
that posed a lot of problems for a lot a people but at least 
the position was established and you had a channel of 
communication, even if you didn't like it, there were a lot 
of people that would critise Brian personally but no one 
sat back and said we shouldn't have any of this. People 
are realists anyway. But that all changed thankfully, so 
that there is still some sort of residual feeling that 
"the Brothers make all the decisions" and there's sort of 
a hidden agenda that goes on and a resentment often I think 
was expressed about the fact that decisions were made at 
the dinner table. 
Researcher: Do you see that changing. 
Participant: Well, the dinner table is getting smaller and you can't 
make a decision at the dinner table with three or four 
people when you've got 250. 
Researcher: Do you see that there has been a change even in the Brothers' 
attempts to move frora that model. 
Participant: Well I would have to say I hope so. I don't know because a 
lot of the personalities are the same. Whether they have 
moved of their own volition or being raoved I don't know. 
It has got to get out of the kitchen cabinet sort of mentality. 
Because has made very definite efforts to establish 
administrative sorts of committees and people to look at 
specific aspects of college operation. Now if those people 
serving on those coraraittees are feeling as though their 
work is being undermined by someone else then their heart and 
soul is not going to be in it is it. 
Researcher: Well I think we've come a long way in the time. Thank you for 
giving the 55 rains. 
•3Ei 
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Researcher: You will get a transcript of our interview, I will just come 
back to you and say these are the sorts of things that seem 
to be coming through and they my job as a researcher is to 
try to say well these are the things that are coming through. 
So we've taken here as a case study of where a few other 
thinks as well as just this conference people have been 
involved in but also to say that the focus of this discussion 
really is the leadership development process in terms of the 
conference. And what are the other sorts of things in terras 
of the founder, in terms of this being a Catholic school, 
in terras of your vision and raaybe how the conference helped 
you with your vision in your particular job which is critical 
in this place. And so on. So we will probably range over 
all those sorts of issues and every now and again I'll just 
try to bring it back in. But I suppose in terms of the 
conference itself, we're trying to evaluate that because it 
was a trial in a sense of the initial stage and as you know, 
next Semester we're starting another round of those. And 
I'd be interested just to kick off in terms of your own 
reaction to the conference, how it's helped you, what would be 
the things that stood out for you. What were the things in 
terms of perhaps it's preparation or it's actual running or 
it's follow up for you in your job as a key leader in this 
place. 
Participant: Yes, I found it a very very worthwhile experience. Probably 
one of the best experiences I have had if you would call it 
inservice at this stage. I think what stood out for me was 
the pace with which it took place and pace was sort of a good 
steady pace with the living in and having the time to listen 
the time to reflect, the time to talk with others, the tirae 
to have a social aspect, and the tirae for prayer. It was 
all in together but I think very rauch tied up with things one 
needed to hear and that is the concept of the C.B. as that 
was being portrayed. And we had done that here, we had been 
through it, but to hear it again given frora a different angle, 
was great to hear. But I think the aspect of Tony Hempenstall's 
delivery on spirituality. That was a fairly hefty couple of 
sessions and I found that very beneficial because for me, at 
the stage that I was at when we were talking about the C.B. 
ethos, that spirituality then put it all together. I still 
remember one of the lines that it was said with faith that 
it's "caught" not "taught" and even though it's such a simple 
statement, something sort of hit with an impact and that to me 
was the guiding light that shone through. That it's the 
example we are going to provide to these kids in this sort of 
school, the climate we establish and I think any person in a 
leadership position has to provide that sort of example to these 
boys because it's what has to be caught in the environment 
and that's sort of the little things as not Tony brought out, 
but other speakers brought out. In particular, even Charlie 
Dillon's sort of thing - that be prepared to recognize kids 
value, smile at kids, say hello to kids. That sort of thing. 
As far as I am concerned, there was nothing that I felt needed 
changing for the whole conference. Because I felt it all tied 
in very well, it was linked in, each aspect, each building on 
the other. Something about Winterhoff I think we read too 
which was not on the spirituality side but the pastoral caring 
aspect that came through was a very caring aspect. And I think 
the whole message coming through from that type of conference 
n 
IS not necessarily for acministrators or middle managers but 
to come down to the classroom teacher. And okay we can't 
fit all of them to do the sorts of experiences we have but 
that's our task to bring it down to the levels. And I thought 
some things have got to go from myself in what I am trying to 
do, such as might to make sure I've got the perfect timetable, 
or make sure I've got the perfect daily supervision programme 
but to ensure that the things that came out of that conference 
are the things that filter down to the staff members and the 
boys. 
Researcher: Now, have you got particular things in mind that filter 
through for you? 
Participant: The sorts of things that I'm working on is working with 
people on a one to one. It's something that I feel comfortable 
with not with a large group but on a one to one. And I guess 
I've got the advantage in here of people just dropping in and 
it's something that was concerning me before. It does concern 
me slightly now but not as much because I was getting nothing 
done that I wanted to get done and therefore that's now taking 
a back seat. And it's people because each person coming through 
has something that they want to say or hear or just want rae to 
listen and if people have got that idea they're coming through 
so raaybe that sort of aspect of that conference, that C,B. 
aspect - maybe that's happening there - and the same way staff 
are passing through, kids are coming through to see me and the 
kids line and they come through. And it maybe just a case of 
a kid wanting to know when should he take up a Japanese exchange 
position. Varying from that, should I continue with accounting? 
I've lost something. Those sorts of things to work with the 
kids. Now I've given away to have people calling in to see rae 
there, is going upstairs and meeting with the whole staff at 
a morning tea or a lunch time. That's had to go in order for 
the kids to come through to me. So that's one of the aspects 
that has come through. The other aspect that I have taken 
through is that the kids that come through from the various 
colleges such as McAuley College. Now when they come, I think 
it's important for me to before we start looking at the 
discipline how they control a class, lession planning, is okay 
we're in a C.B. school. What does that mean. And talk to them. 
So in other words, pass the message on to them, before they 
start. 
Researcher: So for you that question of vision is fairly important? 
Participant: Very Very important yes. 
Researcher: And also, in terms of the conference, you're indicating it 
helped you in your forraation of your vision a bit further. Any 
particular aspects? What is your vision now and how different, 
if it is, than what it was before you came back to work in a 
C.B. school. 
Participant: I think I had a vision that it was'nt going in a particular 
direction and I think what the conference did for me was to 
fine tune that to give a direction that working in the C.B. 
environraent, working in the C.B. school is a privilege and I 
guess that I probably didn't attach that word to it before. 
I would have taken it as - it's a position, I will do my 
best, I offer this position up, but I didn't see that as a 
privilege and that I in directing where I go is to see 
that the Brothers influence is not there as much and if I can 
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pick up many of the qualities. .Tiany of the tasks that tney 
have and try to pass that through. So I guess my vision there 
I felt was narrow that I understood them better so that I can 
continue what they have done in the past. 
Researcner: And so you vision now as a leader in a very critical role in 
this school - what are the sorts of things you would like to 
see happen to help you develop that vision further? And this 
might be seen perhaps as a follow up to this particular 
exercise or it might be seen as something else. 
Participant: I think what's important to help me is that, which I think is 
going to happen, all of our staff undergo a similar process. 
So that I'm not a little voice out here on a limb. What I'm 
trying to do and the way I'm trying to do things and if 
everybody goes through the similar process, they can see and 
they can work hopefully in a similar direction, that I'm 
working. 
Researcher: Do you think in terms of the initiatives that have been taken 
on here on site and in other places, what's your reaction to 
those? Do you see that we're heading down the right direction. 
Participant: i do. I don't see it as a short terra process, I see it as a 
long process. I believe we should be doing raore on site here, 
as we did 18 raonths 2 years ago when you and Steve would have 
started with people down in the staff club. I believe we 
should be doing that and we should be capitalising to keep 
moving it again so that every person should at this stage I 
believe gone through a second time for a couple of hours. And 
I believe we've got to make time available for that to happen. 
We've got to take people out of class because I think that's 
vitally iraportant. 
Researcher: And also your reading of staff expectation. How do you think 
staff would react to that? Do you think we've done enough 
to get staff aware of the need for learning more? Is that 
what you're saying? 
Participant: I think we've still got to work with staff. And I think staff, 
until they've actually done a couple of hours, I don't think 
they would appreciate it. I think before you've done it I think 
you can say well I prefer to be in my Physics class or whatever, 
but I think you've got to work with staff because I know how 
staff appreciated that sort of inservice towards vision. 
Researcher: Now, taking that a bit further, in terras of knowledge of the 
founder, the charism of Edmund Rice and so on, I would be 
interested as to how you see that in operation here. You're 
at the most significant level of decision making in the place. 
Does it really influence what goes on? Does it really how 
decisions are made? Does it really influence, not just in 
subjects and curriculum areas, but pastoral care or sport or 
debating or whatever. 
Participant: i think we're moving towards it. I don't think it's happening 
at the moment. I mean we're conscious of the poor we're 
conscious of the founder, we're conscious of aspects of his 
life and what he tried to do and it pops up. There was an 
example this morning of a boy that I will have to sort of 
indicate that it's best that he doesn't return after the 
holidays. As I discussed it with three people, it then came 
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round that someone was able to say well look we really have 
tried everything and this school can't offer him any more. 
And then I start to think further that probably when a decision 
has to be made, I would like the influence of the Brothers 
and the founder to be more immediate than making of a decision 
and then thinking of the founder and then thinking of other 
aspects - and it is coming so it's not quite there at that 
aspect because I feel that people can come and issue all these 
directions - he's got to go etc. - and not quite thinking in 
the way that we're trying to go. I think it's a little bit 
further down the track, to get people thinking of the sort of 
boy we've got here. And I believe Nudgee College just can't 
have all kids who are good. We've got to get everybody 
conditioned to cater that there are some rogues. And rather 
than saying well he's got to move on and someone else has got 
to handle him, I believe we've got to be in a siuation to handle 
hira. And that always concerns me that people are very quick 
to want to pass him on to somewhere else. 
Researcher: And it's the how question. How do we get people in your view','' 
to adopt that perspective? 
Participant: Okay we extract from the class and we talk with them and I 
believe after they have been talked to for a little while to 
get into group discussion as we did at Xavier. And I thought 
that was important. Where we broke up into small groups and 
did it which is a very basic type of inservice. And you always 
get some people that are very convinced of the vision and 
they've got to be heard, amongst people who are less so. 
Researcner: What about parents. This has got a big impact in terms of 
leadership. It's the problem as I see it, that if we can 
inservice our own people and bring them to a certain level but 
if parents haven't caught up, we stand the chance of people 
just being visionaries as you were saying before of the time 
feeling out there. 
Participant: Yes. I've given this a little bit of thought actually and one 
of the ideas I came up with is let's have a retread of parents. 
Now in that retreat, it might be a Sunday, it might be here. 
Have a picnic lunch and we could have the sorts of things that 
we went through at Xavier or else it might only be 30 parents, 
but that is 30 parents and those parents will mix with other 
parents. Even to have such a retreat when boarding parents 
are on site. I think that's to link up the R.E. programme 
plus this vision to pass it through and we could certainly 
split parents up into groups and if we could get some staff 
to be here. You could have one staff member with a group of 
parents and have their experience and pass that through. 
Because I think parents look for that sort of thing and they 
get it in Newsletters but there's nothing like the personal 
approach. 
Researcner: You mentioned Newsletters. Do you see that as being more 
effective. 
Particioant: I think our Newsletter is a very information giving type 
newsletter. The front page has a lovely prayer. I'd love 
to survey and see how many do read the front page. Because 
it's on a colour to try and get their attention to read it, 
but I think they would turn through, I think they would skip 
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Che headmaster's message and the boarding master's message. 
They'd look for results and soforth. Wal has an old boys 
message there. I think old boy parents might look at that 
to see what year it was before they hid it. People pick the 
eyes out of newsletters. The eyes being their own personal 
interests. But it would not hurt for every newsletter to have 
five or ten lines in a continuing sort of aspect of something. 
We did it when we were looking towards the Chapter and we 
informed parents and I think it hit because P & F were going 
to discuss it and make a submission, old boys submission, 
and I think people looked at it at that stage. But that was 
a short concentrated burst. It was an ongoing process. 
Researcher: Also, what about with kids. Do you have a sense that the 
message is, in terras of vision in terms of particularly 
option for the poor and so on. 
Participant: Kids are interested. I reflect that because I've only got 
the one class, the year 12, and we at the beginning of each 
period naturally do our prayer, when I say naturally we're 
spontaneous about it, and I had cause just recently on 
Founders Day to talk about the Founder to the class and the 
prayer had finished and they were still standing and it got 
back to talk about that and it got to talk about Christian 
Brothers, And for a year 12 group, their knowledge of the 
Founder, their knowledge of the Brothers was very very limited. 
And I guess I threw back to ray own days and I talked about I 
saw Brothers when I went to school and as I see Brothers now. 
And they just stood, they were just interested and it went 
for 15 rainutes or so in that area. And I reflect back to my 
own days in sub-junior you knew what a Brother was. You knew 
that vision and that vision was very strong and you had little 
leaflets in your hand that directed you. But it was more 
vocation directed rather than catching on frora influence and 
developing your own insight you own faith. Whereas these 
boys I think in sorae ways are a little starved of the knowledge 
of it. They know we're a G.P.S. school, they know we're in a 
few sporting activities and what have you but I think the back-
gone they are a little ignorant of that at the moment. 
Researcher: And probably then that's coming back to strategies for 
leaders as to how the charism is able to be kept on. You've 
made an observation about what it was like in your day and how 
you see it now. How do you see it in five years tirae. 
Participant: That will depend how people like myself project the ideals of 
the vision. 
Researcher: So in terms of helping you, not so much in your confidence 
with it, but in your growth, I suppose, which is a faith thing, 
what are the sorts of things for you as a leader that you would 
like to see happen? What can the congregation do more for you 
to give you that confidence? 
Participant: I believe a follow up session to what I have already done. But 
I want to see all staff undergoing the process for a day or two, 
I'd want to see inservice. But for myself I'd want to see 
follow up and that follow up might only be a day thing, a 9 till 
3 or 9 till 5. I found a tremendous amount of value in the 
evening prayer session. All coming together and having that 
sort of experience that one just doesn't give that time to sit 
and reflect. That dinner we had together which was a simple 
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sort o: dinner but thai v."r stayed on to ail hojrc ar.d it was 
tne people that I v;as with. It was just beaut. Sharing, 
because everyone I think was feeling the same way. So I would 
see for myself that as one aspect of pushing it through. I 
would probable like to see something formulated to pass on to 
the boys of which the admin team could be involved in planning 
that. The way I'm feeling the ideas that I've got, the same 
with Steve, Darcy, Maree whatever. Well Maree hasn't done 
it so she's not probably on those lines that we're going at 
the raoraent. We could then pass them on but not through an 
R.E. programme. Through the sorts of things that probably 
Steve sees a whole year group and to talk on those particular 
lines. 
Researcher: Also, given the numerical shortness here of Brothers, do you 
have any sense of a transfer of ownership almost of the vision 
of the charism? Go back 20 or 30 years, there was probably 
a sense of well the decisions were made at the breakfast 
table or whatever. Do you feel that people like yourself in 
key jobs are able to almost challenge the Brothers at times 
in the way things are done or in the spirit of what's being 
done? 
Participant: Yes 1 certainly do. But I don't see it as a challenge. What 
I see and the way I feel is that communication has certainly 
improved very very much since I've seen it, I can't challenge 
the breadfast table image which I thought was strong when I 
first came, and I must say it irked but that's getting off the 
point, I don't see that sort of communication sorry I'm just 
off the track there. But I think the comraunication is very 
good. And I will get phone calls to be consulted on things 
at 7,30 or 7.A5, so I don't see that as a problem. I could 
also be that because I'm organizing the day and people may have 
confidence in what I've got to do for the day, therefore 
they'll throw that in my direction for me to get something 
operating for the day. It could be that they've got 
confidence with me for that to happen. 
Researcner: Yes, and that's evident. But in terras of I suppose it's the 
concern that the bottom line of the sharing of the vision but 
of also letting go somehow. It's sorae of the Brothers feeling 
the need to be raore confident perhaps in the future with the 
number of lay people. And I just wondered whether you had any 
observations about that. 
Participant: Not really no. I guess my own thoughts and my own belief 
here is that the Brothers that we've got I want them to still 
be able to do what they're capable of doing and for every 
Brother that's here I would want him to go as far as he 
possibly can and I know when I can back-back on an area because 
I want them to have the limelight or I want them to do soraething, 
knowing I could do it, knowing I could step out, knowing I could 
say something, but I deliberately won't. I want them to have it. 
I want them to feel while they're capable of still projecting 
their iraage etc. That's got to happen. And I don't see myself 
at any stage wanting to step in and have a Brother raove back in 
line. I want thera to do it. 
Researcner: The apgg Qf- -^^ g catholicity of the school. We talked earlier 
about spirituality and the input and so on. I guess a key 
question we've always got to ask is do these conferences help 
people with their own faith development? Now I think you 
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indicated that you enjoyed what Tony said. It came at a 
good time. Was it helpful for you? 
Participant: It was helpful. Probably not my catholicity because it's at 
a certain level and I wasn't looking for a development of that. 
What I was looking for, as I had read into it before I went, 
how I as a leader could bring more spritual qualities into that 
leadership and I was looking for the charism of the founder 
to come more into the leadership qualities. And I found what 
I was looking for there. But as for my own catholicity I 
could say that is separate from that spirituality development. 
No I don't think so because it was at a certain level but I 
could imagine that someone that was sort of tottering could 
be helped and helped more in their own personal faith 
development more so than their leadership qualities. I think 
it's what you go in to such a conference what you expect to 
get out of it. And I knew what I wanted to get out of it. 
And I wanted it because at that stage I needed a bit of 
something extra. 
Researcher: Also,just to come back to the local scene, there are a number of 
the retired Brothers in the establishment here now of the 
retired Brothers centre and so on. What are your thoughts about 
obviously those people have lived the charism for so long. 
Comments about their influence or how they could be used if that's 
the right word, in terms of influencing staff with kids. 
Participant: First of all I want them to be seen. Br. Jim has just joined 
and he's going to join in the R.E. programme next and is going 
to assist with the special needs of year 8 students. And I 
think they have got to be seen. They've got to drift at 
morning breaks, at lunch time. I think year meetings they have 
got to be invited to come in and maybe just share some 
experience they had in N.G. or Zambabwe or even Abergowrie. 
Just to talk for a few raomemts. I think they've got to corae 
to staff raeetings even though they raay not be teaching in class. 
They've got to have raorning teas and afternoon teas and lunches 
if they can. I think the dining room situation has got to 
sort of crumble. That's probably one aspect that's got to 
crumble. And as we did a few years ago, lunches were provided 
upstairs and Brothers eat upstairs not in the dining room. 
I think the dining room aspect is probably the only aspect that 
I would have concerns about because I've seen a couple of lay 
staff on boarding staff raove into the dining roora as well and 
therefore that's sort of pulling apart. And our struggle is 
to get more people to be upstairs. Even though I myself have 
attended less because I can only spread so far. I thought well 
something's got to give and it will be that. 
Researcher: And in terras of other aspects that you can see? 
Participant: Sporting aspects I think they're going to be in that. Because 
of our R.E. programrae, if they feel they could be part of the 
team teaching process in R.E., they would be welcome with open 
arms into that, where 6 classes 10 teachers, they can come into 
that. They can corae in as guests as part of the total R.E. 
programme, as we're doing a unit on spirituality or the poor 
or the underprivileged or something then I can see great 
openings for them to come in and share because they've got a 
wealth, they've got experience that's just got to be tapped. 
and we've got to approach them and certainly make them feel 
welcome to come in and want to share what they have. Br. Wal 
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at the moment, gives no greater cieasure t.nan talking on the 
history of Nudgee College and to walk rouna with his charts 
and maps and books and so forth. That's tremendous to see 
that and we just don't want to lose that. The oral history 
of the place is one aspect that he is really good at. And to 
see him out this morning winding up the clock and a kid came 
along and held the umbrella over him as he is doing this. 
Kids have got to see these people, they've got to have 
confidence in seeing these people around and they shouldn't 
think - should I go and talk to him or walk with him - it's 
got to happen naturally. So the Brothers should move out and 
move around. 
Researcher: And do you think there is a climate of that. It's a funny sort 
of a thing, you've said that they need to feel welcome almost 
in their own place. How do we get staff to have that - you've 
got a great vision of that. How do we get other staff to share 
that perspective? 
Participant: That's why I mentioned the staff meetings. When we have a staff 
day they're invited to come with us, they're invited to come to 
the big dining roora to have the raeal with us so that people feel 
as though this is not an outsider but this is one of us, and 
people will talk with them. Once you've got that comfortableness 
and knowing someone and having talked to them once, I believe 
they're part of the scene. Now it was their scene, but because o 
the proportion of Brothers to lay staff, I think they are outnumb 
and the lay staff can raove people in and I've noticed with Jim 
O'Gorman at the moment. He moves around, people gradually know 
hira and he introduces himself. One can introduce him to so many, 
but I've noticed hira saying who he is and people frora that moment 
on can say they feel very comfortable with hira. 
Researcher: Also, just in terras of trying to put it together a bit. Just to 
go back I suppose to the conference and to the conferencing 
process as you see it going. You sound as though you are happy 
with the way things are going, you are giving us insights into 
areas where we need to do more and you've given us some good 
strategies there. Any other particular thoughts that you've got 
as to the key question of how we keep the vision going, how we 
pass it on. Linked to the conference or whatever. 
Participant: I think you did very well straight after that conference with a 
newsletter that came out but there hasn't been a second one to 
follow on from that and I believe that was iraportant. You listed 
people that had been there and so on. And looking at a sheet I 
had the other day you had listed out when people had done their 
conferences and how many on our staff had done it. And I think 
that needs to keep being developed. They need someone that's beer 
there to tackle the job and they do the newsletter because you're 
on your own and so forth. The second thing with those conference: 
the personnel you had running the conference that I went on were 
great. Maybe you need to bring a person that's been on a 
conference to deliver a segment in that as well as to how they've 
gone back to their school and what they've done. I think people 
need to see well he's been, he's delivered it. I will see if I 
can deliver it back to my school when I go. They could come in 
a guest person as well. The third thing is just keep those 
conferences going so you've got more people going in there and 
then coming back and gradually getting the staff through it. 
But I think it's a conference you have got to plan every 
2hil 
because you are iromg to get new statf in ana so it's ,--ot 
to keep going. Ycu won't be getting 3 or 4 from a place 
like this, you might only be getting 1 or 2 from then on. 
But then start the new person and someone is ready to go ba 
to recharge the tank again. 
Researcher: So your sense is that we seem to be on the right track. 
The need to more is clear and you've given us some good 
ideas down that track. Have you got any other insights? 
You're a person is so critical in the whole exercise, in 
this school, but more widely than that. People like you 
across the schools. You have a reflective nature but as 
well you have a very perceptive nature. The wider scene -
how would a school like this deal with a situation where 
perhaps there wasn't a Brother as the Headmaster, for 
example? 
Participant: jigj ^ ot quite sure how people would deal with that here 
and I really can't see Nudgee being without a C.B. here as 
Headmaster. This will be the last place that will have 
Brothers. It will all gradually withdraw to this school 
here so probably this is not the example to use but a place 
like St. Pat's with a Head Brother. I think it needs, 
before that lay person takes over St. Pat's or Terrace or 
something, a really big proportion of the staff to have don-
this inservice things that are taking place. Because they' 
the ones that have got to show through their example and 
spread the ideals of the C.B. because if the parents take 
alarm it's going to be the staff that is going to show that 
they can certainly present the C.B. ethos that has been ther 
and will continue, because parents don't want to lose that 
vision. But I would hate to see a lay person there without 
the preparation taking place. I don't think there is room 
for any raore meetings than what you are offering now, 
I would not want to see more meetings. I wouldn't want to : 
more people being withdrawn. I believe what has been 
established now is good for the moment. The pace within th' 
conference and the pace with which it's moving is good with( 
threatening people at this stage. If you were roping thera 
all in, I think people could feel very threatened because 
what I think is happening out of this sort of conference is 
someone like myself who at that stage had been four years a 
Nudgee - where do I go next, what do I do next? Five years 
at Nudgee - what do I do next? I think •' 
enough to work within the C.B. till I retire and I think my 
direction has moved and therefore whatever I do is consolid-
ating me consolidation for where I'ra going. Before that, 
if I had been offered to go back to somewhere else, which 
it happened, I think I might have been seriously tempted. 
Researcher: And you would see the conference experience as a significant 
part of that? 
Participant: Absolutely, to direct me and I've got a role to play and I 
will do it and it doesn't have to be at Nudgee. Could be 
on staff anywhere else. I can see that happening. 
Researcher: t^ ell, thank you very much for all of that. Unless 
you've got any other comments? 
/9. 
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rarticipant: You are very privileged because people aon't 
get that sort of stuff out of me much. 
Researcher: i know I'm very privileged and I'ra very grateful. 
Participant: But it's something I've come to feel very strongly about. 
Researcher: Ideally, I should go around and conduct this sort of an 
interview with everyone who has been to a conference as 
part of the processing. Not so much their re-entry but 
coming back and that may be if that's of value. That's 
soraething that I or soraeone else has got to really work on 
following up with people. Such that it's a leadership 
developraent process which is very rauch ongoing. 
Participant: And maybe as the provincial body moves around schools or 
raaybe as the Resource Team raoves around as part of their 
interviewing and seeing people, a segment of it deals with 
inservicing conference and the founder. That sort of 
question tossed in. 
Researcher: Yes it's a good thought. I thought yesterday was a good 
exercise for that with the new crowd. As you said earlier 
this morning just a bit hard for them to be thrown in but 
I guess it's something they'll have to get used to. 
This was the only one I have been able to be at when they 
were in town. Sort of a welcoming of them, looking forward 
to without any critisra of the past. I suppose for me that' 
the reflection of where this whole conferencing process is. 
We're building on and it's going to be very much a shared 
thing. Do you see it as that? 
Participant: Yes sharing. As the people have come back from these 
conferences, I like to just chat informally with them. 
Something that struck me yesterday was the informal nature 
of Terry of Tony and Dan and I thought Terry was informally 
dressed with a bulky cardigan etc. and I think projecting 
a different image and in some way I thought I have got to 
corae across to that image in my next step. If he can prese. 
that, I thought there's three men who are not the classroom 
academic people and we're going to have to work it that a 
new direction is going to form out there with those 
gentlemen. That it could be what Brothers we've got could . 
raoved into the pastoral care, the Kingston areas the Woodri( 
areas because Steve called himself the little Brother and 
raaybe that is the sign that schools will be the little 
brothers of all the other pastoral work that is going to tal 
place. 
Researcher: Which reinforces exactly what we were saying. It might just 
be a question of the pace. 
Participant: Then Steve and Barry on the school line are probably out-
numbered three to two. 
Researcher: I would have confidence though that it's not going to roll 
that way in a 3 to 2 sort of thing, but I suppose in the 
overall vision there has got to be a lot more sharing going 
on and hopefully the conferencing exercise and exposing 
those people and schoolies to them and vice versa is a real 
interaction thing. 
.../lO. 
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=esearcner: Well, tnank you again for your time and even tc help in the 
processing, I hope for you that it's been of use. It 
certainly will be for rae. I'll come back to you early next 
term with a transcript and then my task is to abstract from 
that. I've got a number of recommendations in terms of and 
I suppose even the fact that they want the study done 
properly - that it's not just a Mickey Mouse sort of a show 
is certainly reassuring to me in terms of saying - we want 
this research done, we want it done properly and we are 
going look very carefully at what comes up. 
Participant: -'- ^ ^^ your role as being just so critical. More important 
than the Provincial's role in the fact that your at the 
face level and you're seeing people who have gone and to 
maintain this inservicing that's going on. It's just so 
critical. 
Researcher- ^^^' "^^ ^^  maintaining the contact is good. Yes we've got to 
look at that and so this meeting next week - I'm going up 
there for half a day on Thursday afternoon when they're 
going to be talking about the school thing and whatever just 
seeting where that all fits in to the vision thing, and the 
emphasis on the leadership development programrae is very 
critical. 
Parti'^ioant* Because the long term thing coming out of this and frora peop 
going through it is that you have to make the openings there 
for people to move frora subject teacher to 
raanager within your schools and therefore you have to have 
the cross purposes so an English person he goes to St. 
Laurences as head of English over there and then moves frora 
there eventually as Deputy over to Abergowrie or into 
Townsville or soraewhere. Just to raove hira and keep moving 
on that spirit of the founder, frora school to school. 
Resear-her- '^^^ teacher exchange thing even will help lift that up a bit 
Participant- ^^ -^'- ^^y^^- '^^^^ will certainly work towards it but I see 
for people to pack up and raove more directive and then that 
image and feeling grows in that school for a while. 
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